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INTRODUCT 1ON

Ay

The purpose ot this bibliography is to assist interested persons
gain access to materials relevant to efforts aimed at improving
the functioning of organizations. The focus of the books and
articles included is on the human aspects of organizalionat func-
tioning. The term organizational devclopment s otten associated -
with such efforts in this area, B

Included are works presenting (a) theore*ical statements, (b)
empirical analyses, (c) conceptual formulations, (d) case studies,
and (e) descriptions of techniquas commonly used in organizational
change efforts.

Abstracts of each beook and article contain summary descriptions of
the major ideas and a listing of major topics. Table of Confents
are listed for books and, where relevant, the abstract also inciudes
a listing of contributing authors., Following the abstracts, author
and topic indices are provided.
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Alderfar, C.P. The organizational syndrome. Adminigtrative Seiencs Quar-
terly, 1907, 712, 440-460.

A siudy in onc organization focuses on the cftecis of job enlargement
on salisfaction. '"The major findings were: (1) Saiisfacticn with re-
opeet from superiors decreaced as job complexity inereased and as sen-
tority tnercased.  (2) Satisfaction with use of skills and abilities
inereased as Job complexity inereased.' Two explanations for ihe
breakdown in superior-to~subordinate relationships are suggested. The
tirst is that more compiex jobs require levels of interperscnal com-
petence not rcached in the organization studied. The se~ond explana-
tion Is that rapid growlh and technological change results in carecer
anxiety which puts strains on the superior-ti-subordinate r¢iationship.
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Alderfer, C.P. Organirational diagnosis from initial client reactions i
to a roscarcher. Hwnan Organisation, 1968, 27, 260-265. 3

. 1

Meetings werae held with key organizational managers to discuss a field %
study in which organizational members were to pariicipaile. Behavior of -
the managers was used to predict behavioral (atterdance at future meet- .
ings) and attitudinal (satisfaction with respect by superiors) differ- ”§
ences in subordinates. Four types of manayes were distinguished on 1

the basis of the presence or absence of "threat" and "fantasy". The
types are distinguished as follows:

TYEe Thfeaj Fantasy
Pilot Present Prasent
Producer Present Absent 3
Checker Absent Present H
Leveler Absent Absent 3

Attendance of subordinates at the first meeling was found to be related
1o perceived threat by the manager. Where threat was judged as being
absent (Checker and Leveler) cttendance was greater than where it was
judged 1o be present (Pilot and Producer).

Satisfaction with respect by superiors was found to be related to fan-
Tosy. Oepariments headed Ly supervisors exhibiting faniasy (Pilct and
Checker) were less satisfied with respect by superiors than those in
which the supervisor did not exhibit fantasy (Producer and Levcler).

The author suggests that this study supports the notion that organiza-
tional resistance can be determined from initial interactions between
the researcher and members of the orgenization to be studied.

Diagnosis/Cvaluation
Fantasy
Resistance to Change
Threat
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And¢rson, J. Giving and receiving feedback. In G.W. Dalton, P.R. Law-

rence, & L.x. Greiner (eds.), Organisational change and development.
Homewood, tlt.: Irwin-Dorsey, 1970, 339-346.

Suggestions are prescenied for the uso of feedbackh in a tecam laboratory.
When giving feedback, the following criteria should be met to maximize
its usefulness; (a) an intent of helnfulness should be present; (b) it
should b~ given directly and with real feeling in an atmosphere of mu-
tual trust; (c) descriptive information is preferable over evaluative
feedback; (J) it should be spacific and supported Ly clear and recent
examples; (e) it should be given when the receiver is ready to accept
it; (f) i1 should be checked with others to insure its validity; {(g) it
should include only things over which the receiver has somc power 1o

Change; (1) it should be limited by what the person receilving the feed-
back can handle at any given time.

When receiving feedback one should (a) try not to be defensive; (b) 1ry
To help find relevant examples to ciarlfy the point; (c) be surc ha
understands by summarizing whai has been said; (d) explore feelings

suout the feedback; (e) reserve the right 7o evaluate and act upon the
feedback,
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Argyris, C. Iersorality and organization: The confliet between systom
and the individunl. New York; Harper & Row, 1957.

CONTENTS

Basic assumptions and viewpoints of the bock

i

2. The human personality

3. The formal organization

4. Individual and grour adaptation

Y. Management's reaction and its impact upon the employeces

6. The first=line supervisor

7. Decreasing 1he degreec of incongruence belwoen the formal organiza-
Tion

8. The development of effective executive behavior
9, Summary and conclusions

The basic argument of this book is that a micmutch exists between the
principles of formal organization ond the needs of healthy individuals.
This incongruity increases "...as (1) the employees are of incrcasing
maturity, (2) as the formal structure...is rade morc clear-cut and
logically tight for maximum formal organisational effectiveness, (3) as
one gocs down the line of comnand, and (4) as the Jobs become more and
more mochaniaed,” The results of the mismatch are conflict, frustra-
tion, and failure on the part of organizational members. Uach cf these
negative resulfs is decreased, however, through the informal organi-
Zzation. .Jt 78 a basic eonelusion of this analysis that the appar-
ently 4nuongruent behavior on the part of the employees coerced by the
informal orqanzzatton 13 necessary if healthy individuals are to main=-
tain a minimwn level of health and if the fbrmal oraan.nauion 18 to
obtain optimwn expression of ite demands."

2or1Cs

Adaptation

Adjustment

Formal Qrganization
Individual-Organization Interface
Informa! Organization
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Argyris, C. iInterpersonal competenco and organizaiional offectivuness. - 4
tn C. Angyris, Interpersonal competence awl organizational e¢ffec-
tipeness. Homewood, H1l.: lrwin, 1962, 38-54.
:
According 1o the model presented, the following values of tormal organ- 73

izations lead 1o decreasoed organizational effectiveness:
"1. The relevant human relationships arce those raelaled 1o
tha organizational objJective.

2. Human relations effectiveness incruvases as behavior is
rational, logical, and clearly communicated. F[erscnal
atiitudes, feelings and valtues tend to decrecasc effec-
tivencss.

3. Human relations are mosi effectiveiy influenced through
direction, coercions, and control as well us rewards
and penalties that gerve 1o emphasize the ratioral be-
havior and geiting the job done."

T

e A

Argyris notes that increasing interpersonal compeience is a necessary
but not sufficient step in increasing organizational effectivencss. i
Values also must be altered to support changes in organizational, .
technelogival, and interpersonal factors.

TIPICS

Formal Organization
Interpersonal Compotence
Organization Lffectivenass
Values
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Argyris, C. 1=groups for organizational offectiveness. Harvard Business
Reviaw, 1964, 42 (2), 00-74,

A rationale 1s presented for the use of T-groups as & means of improv-
ing organizational cffectiveness. Basically, this methed provides a
supportlve situation in which one is able to experience the incffec-
tiveness of old values and increase his abilities 1o usc now values.
The mothod Is scen as especially effective because the method of teach-
ing Is congruent with the values boing taught,

According to this author, a change cannoil really be cffective and
peimanent until the new values are accepted throughout the organi-
zation. In addition, he notes that the resulis of laboratory edu-
cation are "individualistic". They are a resuli of a particular in-
dividual in a particular organization.

T0PICS
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Argyris, C. Interpersonal barrlers to c<ecision-iaking. Harwvard Pusiness
Revicw, 1900, 44 (2), 84~97.

An incongruency Is identified between the nerms (innovation, risk-fak-
ing, fleaibility and t-ust in the oxecutlve system] that fop managers
suggest are the basis sor effectlive decision-makinz and actual behavior.
The consequences of This lack of congruence include restiicted commil-
ment, subordinate gamesmanship, lack of awareness, the witholding of
nogative feelings toward super.ors, distrust and antagonism, and poor
interactions, These factors are seen as inpeding geod decision-making.
11 is suggested furtier that the forces operating against good deci-
sion-making operate most strongly when the mosi important decisions are
faced. '

i b VR b i b
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Decision-Making
Flexibility
Innovation
Management
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Argyris, C. On the future of Iaboratory cducation. Jowmal of Appiied
Bohaviorai Solcanee, 1907, 3 (2), 193-187.

Issues of learning are discussed with special focus on the taboratory
approach.  The laboratory approach s distinguished from more tradition-
al appiroaches by the emphasis placed on feelings, group maintenance, and
student conirel!. Argyris argues, howover, that fuelings are vatuabile
only when valid, and not as onds In themsolves., The validity of feel-
ings is oastablished through multiple percepticons by different individu-
als.

A danger ot the laberatory approach is rofated to the artificiaiity of
the situation. "Learning that is laberatory-bound is of inlercst, tut
i1 can be dangerous because the Individual could leave, feeling that
The only worid thai is o good one is the one in the laboratory.™ Thi.
fecling woueld not metivate the individual to increase his interpersonal
competence in the "real" woild.

Additional comments relate to ! ning in situations vhere psychologi-
cal success, confirmation and essentialily ore maxim'.ad o1 minimized:
the valuce of here-and-now data; and the metivoes and nceds ot those af-
tracted to laboratory aducation,

TOrics

Feelings
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Laboratory Training
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Argyris, C. Conditions for competaence acquisition and therapy. Journal
of Applied Behavioral Science, 1968, 4 (2;, 147-178,

Competence acquisition and therapy are defined as learning processes

that ar¢ disvinguisned from each other on several ke, dimensions. Bas-
ically, 1hey differ with respect to the individuals who can Le helped
and the conditions deemed necessary for each to accur. Competence ac-

quisition focuses on the development ot interpersonal competencies.
Therapy stresses survival.

"Compefence acquisition requires psychological sueczss, the giving and
receiving of information that is divectly verifiable, minimally cval-
warive, and minimally eontradictory.” Therapy requires "...indirectly
verifiahle knowledge, knowledge that ie evaluative and can lead to
psychological failure,"

T0PICS

Interpersonal Competence
Learning
Therapy
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Argyris, C. Intervention theory and method. Reading, Mass.: Addison-
Wesley, 1970.

CONTENTS

Part Cne  THEORY AND METHOD

. The primary tasks of intervention activities
Competent and effective interventions and organizations
Organlzational entropy
. The unintended conseguences of rigorous research
Organic research
Effec  ive intervention activity
The primary inftervention cycle and levels of dialogue
Ineffective intervention activity
Cases of Ineffective intervention activity

Part Two  EFFECTIVE INTERVENTION ACTIVITIES! CASE ILLUSTRATIONS
10, Meeting with the prospective client system
bI. Introductory sessions with two top managemeni groups
12, Selecting a clieni system
13. Diagno: tic activities
14, Diagnostic results of a 1op management system
15, Feedback of diagnosis
16. Terminating ineffective glient relaiionships

Wm~NO U W)

Argyris describes intferventions in human social systems and presents a
series of case illustraticns. Three basic requirements are suggested

for effective interventions: (1) the generaiion of valid information,

(2) the making of free, informed choices, and (3) internal commitment

to the choices made.

Behavicrs leading to system competence are dascribed, System compe-
tence itself is defined in terms of six ¢criteria: "(1) awareness of
relevant information, (2) understanding by the relevant parts, (3) man-
ipulability, (4) realistic cost, (5) leading to a solution that pre-
vents recurrence of the problem without deteriorating, and (6) pre-
ferably increasing the problem-solving, decision-making, and implemen-
ting processes." The conditions necessary for achieving these criferia
are presented.

In elaborating the advantages and disadvantages of mechanistic and oi-
ganic research, the author clearly prefers an emphasis on the latter
type.

Argyris sets forth those quallties he conslders basic for effective
activity on the part ot the interventionist: (1) confidence in his own
intervention phijosophy, (2) an accurate perception of a stressful
reality, (3) an acceptance of the client's attacks and mistrust, (4) a
frust in one's own experience of reality, and (5) an investing of
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stressful environments wlth growth experiences.
behavior needed to produce effectiveness Includes (1) owning up to,
being opon toward, and experimenting with ldeas arn-' feelings, (2) hclp-
ing others to own up, te open, and experiment wii
(3) contributing 1o the norms of indiviauallty, .
(4) communicating in observed, dlirectly verlfiabie _.tegories, with
minimal attribution, evaluation, and Internal contradiction.

TOPICS

ATTribuTlon
Commiiment
Conflict/Conflict Resoluticon

“"Defensiveness

Diagnosis/Evaluation
Interventicn

*Manipulation

Mechanistic Research
Organic Rescarch

Organization Entropy
Resistance to Change

System Competence/Evfectiveness

T-Group
Termination
s PO
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2lid Information

Tae Interventionlist

2as and feelings,

*n and trust,



Aronoff, J. & Litwin. G.H. Achiavament motivation training and uxaecu-
tive advancement. Jowmal of Applied Behavioral Science, 1971, 7
(2), 215-229.

An experimental study Jescribes the effects of achievement motivation
1raining on promotions and raises of middie-level managers. Two par-
tially matched groups were used. The 16 members of the experimental
- groups participated in a one-week motivaticn training course. Mem-

bers of the contiol group participated in a four-week management
development course.

Unusual rates of advancement (job leve! and salary) were examined 1wo
years after the courses were given. Five members of the expsrimental
group were not available at this time. "The results...show that the

relative performances of those exccutives who attended the n Achicve-

ment training course evidence a significantly higher rate of advanc-
ment than the contro! group."

According to J.R. Hurley (see pages 230-233 of the same journal) the
regsults are not clear. Severa! methodological problems are demon-
strated which favor the authors' position.

Management Training/Development
Motivation Training
Need A hievement
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Barnes, L.B. Organizational change and field experiment methods. In
V.H. Yroem (ed.), Methods of organizational rescarch. Pitisburgh, .
Fenna.: University of Pittsburgh Press, 1967, 57-1t1. B

[

This two-part chapter includes discuss!ons of organizaticnal change in
terms of approaches, relationships, and processes as well as a review
of field experiment methodologies as They might be used to study these S
. issues. The first part summarizes the following: (a) Leavitt's (19¢5) -
~article describing three approaches to change {.wwple, siructurai, anag T
technologicall; (b} Bennis' (1966) discussion of change siyles other
than "ptanned change" (indoctrinaticon, technocratic, interactionsl,
socialization, emulative, natural); (¢} Greiner's (1965) identifica-
tion of the most often used approachas to organizational change (de-

Cree, replacement, structural, group decision data discussion, group
problem solving, T-group).
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Individuals within organizations who support and resist changes are
discussed and delineated into four types based on the following dimen-
1ions: Advocates, Resisters, Rational Objective, Emotional Subjective.
The four types are deflred as follows: (a) "Rational Advocates" are
Advocates who are Rational Objective; (b) "Radicals" are Advocates
who are I'motional Subjective; (c) "Rational Resisters" are Resisters

-who are Rational Objective; (d) "Tradltionalists" are Resisters who
are Emotional Subjective,

A further aiscussion regarding change processes includes lLewin's (1947)
corcepts of unfreezing, change, and refreezing; azn expansion cof these
concepts as described by Schein (1961); and Greiner's (1965) {findings
of tactors differentiating successful from unsuccessful change efforits.

W -
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dilemma exists for a behavioral scientist when he feels forced to iden-
tify himself €iiacr with the values of scientific inquiry or with the
values of change advocacy."

ﬁ The first part of this chapter concludes in caution: "The underlying

Part Two clatorates problems inherent in applying classical research
designs to studies of organizational change, focusing on alternative
designs "...1hat could be worked out around envirommental alterations,

subject involvement alterations, and experimenter involvement altera-
tiona. "

kb el ., . b
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Barretd, J.H. Indipidual goals and organizational objectives: A study
of integrating mechgnismg. Anri Arhor, Mich.: Institute for tocia!
Research, 1970,

This study was conducted with data collected from 1,781 employees of 2
refinery using the Institute for Social Research's Survey of Organiza-
tions questionnaire. Integration was sxemined with regard to the three

mechanisms of (a) accomodation, (b) socialization, and (c) exchange.

"The overall resuits...justlfy the conclusion that the degree of goal

‘integration present is significantly related to the quality of an or-

ganization's functioning and the reactions of individut!~ *o their
membership in the organization."

",..the three models differ in the strength of their reiationships to
goal integration, the accomodation model showing the sfrongest rela-
tionships, with the soclallzation model in second place and the ex-

change model showing low and sometimes negative relationships to goal
integration."

"Rather than calling for either {(a) the universal application of parti-
cipative practices and universal rejection of classical methods or (b)
the use, in a given situation of either participative or classical prac-
Tices, our data sugqaest a Third aifernative, nameiy the universai appii-
cation of participative management practices, supplemented in particu-
lar situations by the use of some practices callad for by classical
thecries."

TORICS

Accomodation

Goals (individual/Organizational)
Participation

Socialization

Survey of Qrganizations




Bass, 5.M. The anarchist moyvement and the T~groups. Jownal of Applied
Behavioral Science, 1967, 3 (2), 211-225,

Lo de s

, Bass offers cautions jregarding the use of T-groups in organizational
3 development. Of speclal concern ls that more "mature" individuals may
make lass effective organfzations. The emphasis on freedom in T-groups

- does not seem to be matches by an equally hecessary emphasis on indi-
3 vidual responsibility.

A second major issue refers to the traasfer of diagnostic skilis and
self-awarenass to the organtzationai setting. According to Bass,
participants must be raught for transfer if that process is t¢ be
effoctive. He suggesis elght approsches (with examples) for increasing
the transfer of T-group training. T-grouping without some supplemen-

tary activities is not deemed sufficlent for organizational develop-
ment,

TOoPICS
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T-Group

Tronsfer of Training
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Beckhard, R, An organization Improvemont program in a Jdecentralized or-
ganizatlon. Jowrnal of Applied Behavioral Science, 1966, 2 (1), 3-25,

A five-year project in an organization operatling 26 hote! properties Is
reported during which the following series of evenls Yook place: (3) in-
terviews; (b) 3~day off-site feedback meeting; {(c) fcllow-up meoting:;
(d) 3 meetings held 6 months apart for feedback with hotel managers

and their teams; (e) probiem-solving conferences; (f) training labora-
tory for president, two vice presidents, sevoral hotel general mana-
gers, and 2 or 3 staff directors; (g} 2-day nlunning conference to

look at progress toward management by objectives or Theory Y; (h) man-

__agement school to provide cognitive awareness regarding (1) the mana-

gers' cwn behavior, (2) concepts relevant to organizational deveiop-
ment, and (3) management by objectlves; (i) technical seminars to
broaden technical skills; () team training for new htotels; (k) opera-
tions improvement committees; (I) cost reduction program.

No ciear measures of change were availablce; however, imprcvements in
profits, turnover, performance (costs reiated to sales), and crisis
management were reported.

Included in the article are severa! general notes on the phases and ne-
cessary conditions for effective planned change. In addition, Beckhard
notes that priorities should be sct amona the various types of changes
(attitudes, skills, climate) that carn be sought.
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Beckhard, R, The confrontation meeting. Mervard Busingss Review, 1907,
48 (2), 149-154,

Becktard describes a technique developed 1o invelve all levels of an or- E
ganization in getting @ rapid reading of 1Ts own health and setting action 3
plans for improving it. I3
The method is deemed appropriate where the following conditions exifs: i3
"There is a need for the total management group to examine its own i
workings., Very limited time is available for the activily. Top manage- o
ment wishes to improve conditions quickly. Thuere is encugh cohesion in D
the top teaw to ensure follow-up. There is real commitment to resolving e
the issues on the part of top management. The corganization is experien- I

cing, or has recently experienced, some major change." ’

The technique includes the following compeonents: (a) climate setiing,
(b) information collecting, (c) information sharing, (d) priority set-
ting and group action plaaning, (e) oryganization action planning, (1)
immadiate tollow-up by top team, and (g) progress revicw.
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Beckhard, R. Organizational development--Strategics and models. Reading,
Mass.: Addison-Wesiey, 1969.

CCNTENTS

Pari One  THE "WHAT,™ "WHY," AND "HOW" OF OQRGANIZATIONAL DLYELOPMENT
I, The changing environment of change
2. Organlzaticn development: Planned environment change
3. Strateqgies, targets, and tactics of crganization developmeni

Part Two  ORGANTZATION-DCVELOPMENT STRATEGILS AT WORK

' A case of changing an organization's culture

. A case of changing the managorlial =irategy

. A case of changing the way work is done

A case of creative adaptation to a new environment

. A case of changing communications and intluence patterns
Conditions for failure and success in organization-development
efforts

Part Three MANAG ING CHANGE
10. The management of organization development
11. The theme of the seventies

O oo~NO U &

Beekhard presents @ concise view of organizational development in terms
of goals, strategies and conditions leading to success or failure. 1il-
ustrations are made through a presentation of case studies focusing on

change in five different aspects of organizational 1ife: (a) culture,
(b) managerial strategy, (c) the way work is done, (d) adaptation tc 3
new environment, and (e) communication and infiuence patterns. In addi-

tion, the author explores four different types of interventions ana a
variety of possible contractual relatlonships between the organization
and outside help.

TOPICS

Adaptation
Change Goals
Change Strategy
Change Success
Communications
Contractual Relationshlp
Culture
Environment
Influence
Intervention
Management
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Beer, M. & Huse, t.F, A systems approach to organization development,
Journal of Arplied Behavioral Seience, 1972, 8 (1), 79-101.

An input-process-output model of organization is suggesied as a useiu!

basis fcr planned change efforts, Several strategies enc techonoloyics
ware uscd 1o cnange Important dimensions Included in the mocel. Gener-
alizations are presented Including the following: (1) OD cfferts must
not alaus .tart at the Yop; (2) the orgavization tiscelf o the bost
labroatery yor learning; (3) structural and interpersonal chargcs must
complement aad reinforce cach other; (4) aduli lcarning eiarts with

behavioral change rather than cogritive change; and (8) the celeetion

of chanae leaders as initial targels for the change program 15 a usd-
Jul 0D strategy.”
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, Calder, P, Caflahen, OL.M., tHornstein, HOAL, & Miles,
linicat-experimental approach to assessing organizational
orts. Jowmal of Applivd Behavioral Seicuec, 1907, o (3),

M.A. Yhe ¢

A model is presenied for evaluating organizalionai change vitorts calling
for .. .The soparation of rescarcher and change-agent roles, the construc-
tion and festing ot goneral and specitic clinical hypotheses, thorcugh-
Q0ing experimental desigr, ana careful documeniaticon of change-agent as-
sumptions, plans, strategies and cftects." The authors argue that
#,,cdata-callaetion activitica must be both elinical aid caperimential.
Thay shoutd inctude a natura;=history running accouni of evenis which
occur before, during, and atter the intervention, as well as prepltanncd,
pericdic measures,"

Tho method was usced in an attempt to assess changes in a school system
rosutiing from a four-day oft=site meeting with 32 members of the admini~
strative statf, These same people also participated in a scrics of sis
meeiings held over a six-weck period., No changes were reported as o re-
sult of the change cffort,
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Benne, K.D. & Rirnbm, M, Principles of changing. In W.G. Bennis, K.D,
Benne, & R, Chin (eds.), The planing of change. New York: Helt,
Ringhart, & Winston, 1969, 328-335,

Lewin's mode!l of change is presented including an analysis of change in

terms of the use of situational forces te accompiish unireezing, moving,
and refreezing. Three general change strategies are suggested bascd on

the following: (a) Increasing the driving forces, (b) decreasing the re-
straining forces, and (c) doing both | and 2.

Scveral principles of strategy for effecting institutional change arc
suggested, focusing on the faollowing issues: (a) environmenial influ-
ences, (b) sysiem-wide change, (&) identification and cvaluation of
stress poinis, (d) identification of beglinning points, (¢) considera-
tion of both informal and formal aspects of the organization, and

{t) participant invcolvement,
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Benne, K.D., Chin, R,, & Bennis, W.G. Science and practice, In W.5G,
Bennis, k.0, Benne, & R, Chin (eds,), The plaminig of chanige, New
York: Holt, Rinehart, & Winston, 1969, 113-123.

Soma problems of the social scientist in the role ot @ change=-agent
are explored. It is noted that for such persons the luxury of study-
ing completed ovents is not presented, The change=agent is described
as a person who must be abie to dlagnose and intervenc In ongoing
events in such a way as to "...maxImize 1he valid human values impii-
¢it in the cvents,"

Change agentry is described as an artistic skill requiring the use ot
fealings and emotions in addition to conceptual 1rameworks,
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Benne, K.D. & Sheats, P, Functional rcles of group members. Journal of
Soctal Issues, 1948, 4 (2), 41-49,

Three groupings of member roles are identlfied and elaborated. Early
NTL T-groups provided the population studied, The groupings are (a)
group task roles, (b) group building and maintenance roies, and (c¢) in-
dividual roles, Each grouping includes several specific roles. Group
task roles include (a) initiator-contributor, (b) information seeker,
(c) opinion seeker, (d) information giver, (e) elaborator, (f) coordi-
nator, (a) orienter, (h) evaluator-critic, (i) energlzer, (j) proce-
dural technician, and (k) recorder, Group buillding and maintenance
roles inciude (a) encourager, (b) harmonizer, (c) compromiser, (d) gate-
kegper and expediter, (e) staadard setter or ego ideal, (f) group-
observer and commentator, and (g) follower., Individual roles include
(a) aggressor, (b) blocker, (c) recognition-seeker, (d) self-confessor,
{e) playboy, (f) dominator, (g) help-~seeker, and (h) special interest
pleader,
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Bennis, W.G. A new role for behavioral science: Effecting organization
change. Administrative Science Quarterly, 1963, J4125-165.

Seven types of change programs are presented, The first six are as tol-
fows: "...(l) exposition and propagation, (2) elite corps, (3) psycho-
analytic insight, (4) staff, (5) scholarly consuitations, (6) circula~
Tion of ideas to the elite." The seventh type of change program is
"planned change." "Planned change can be defined as a deliberate and
col laborative process invelving a change-agent and client system,"

- A framework for planned organizational change is set forth relating each =
chang: mode!l to "selected aspects of change induction.” These aspects 3
include: (a; mechanisms for change, (b) target of change, (c¢) norma-
tive goals, (d) functions of management, (e) role of change-agents,
(f) instrumentation of programs, and (g) the means of change.

o 50 U Ml s
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Bennis, W.G. Theory and method Tn applying behavioral science tc planned
organizational change. Journal of Applied Behavioral Seience, 1965,
1 (4), 337-360,

Bennis discusses the emergence of an action role for behavioral scien-
tists. He focuses on the "planned change" approach (Bennis, 1963).
"The process of planned change involves a change agent, a client sys-

“tem, and the collaborative attempt to apply valid knovledge to the

client's problems,"
The mejor portion of this article is an abbreviated version of materials

"~ discussed in Changing organizationg (Bennis, 1966),
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Bennis, W.G. Changing organizatione, New York: McGraw=Hill, 1906&,

CONTENTS

Part One  EVOLUTIONARY TRENDS IN OQRGANIZATIONAL DLVULOPMENT
I. The decline of bureaucracy and organizations of the future
7. Democracy is inevitable
3, Toward a "truly" scientific management: The concept of organiza-
tion health
4, Changing patterns of leadership

Part Two  PLANNING AND CONTROLLING ORGANIZATIONAL CHANGE
5. Applying behavioral sciences fo planned organizational change
6. Planned organizational change in perspective
7. Change-~agents, change programs, and strategies
8. Principles and strateyies of directing organizational change
via taboratory training

9. Some questions and gereralizations about planned organizational
change

ihe second part of this book wher2in Bennis expands many ideas expressed
in his previous writings (Bennis, 1963, 196%) is of special
organizational development. Bennis states that presont theories of suve-
jai change are suitable only for observers, not for practitioners or
participants, "Thcy are theories of change and not theories of
tng," Drawing on the ideas of Robert Chir, Bennis presents the
sary elements of a theory of changing.

relevance 1o

chanig-
neces-

Change-agents are viewed i in the following ways: (a) accep-
tance of the centrality v our culture, (b) concern with organi-
zatinnal effectiveness, on interpersonal and group relations as

cen,' | factors in asses: znizational neallh, (d) tinterest in
chang¢.ng relationships, at: -5, perceptions and values of existing
personne! rather than moviiig people to other situations, and (o) taking

of the roles of researchers, trainers, consultants, counselois, leschers
and, at times, line managers, In additich to these similarities, change

agents have a set of npormative goals which include the

ol lowing:
"! R

tmprovement in interpersonal competence of managers. 2. A change In
values so that human factors and fezlings come to be considered legiti-
mate, 3, Development of increased understanding between and within woark-
ing groups in order to reduce tensions. 4. Development of more effec-
tive 'team management, 'i.e. the capacity for functional ¢roups fo work
competently, 9. Devclopment of more rational anc oper meihods of con-
flict resolution. 6, Development of organic systems."

The laboratery method is suggested as an important means for instituting
desired changes in organizations, "...Laboratory iraining provides the
instrument whereby the normative goals and inprovements set forth by

Theorists and practitioners of araanizations can bo schigved.”
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The necessary elements for implementaticn are described in the following
manner: "i, The client-sygtem should have as much understanding of the
change and its consequences, as much influence in developing and con-
trolling the fate of the change, and as much trust in the initiator of
the change as possible. 2, The change-effort should be perceived as be-
ing as self-motivated and voluntary as possible. 3. The change program
must include emotional and value-as well as cogn|1|ve (informational)
elements. 4. The change-agent can be cruclal in reducing the resistance
to change by providing consultation and psycholog|ca| suopor+ durlnq
the tfransitional phase of The change."
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Banni o, WG, Organtzation development: Its nature, origing, and perspec-
tives, Veading, Mass,: Addison-Wesley, 1969,

CONTENTS

!, Organization development: What it is and whai it isn't

2. The basic conditions which create the need tor organization Jeve-
lopment

2. Quesiions and ¢nswers: Organization development (The Professionals)

4. Questions and answers: Qrganization development (The Practitioners)

5. The problem of "Sensitivity Tralning"

6., Reconsiderations

This book introguces a six-volume set on organizational development pub-
lished by Addison-Wesiey. (The other works in This set include the fol-
lowing: Beckhard, R,, 1969; Biake, R. & Mouton, J., 1959; lLawrence, P, &
Lorsch, J., 1969; Shcein, E., 1909; Walton, R., 1969,)

Bennis describes organization development as ".,.a response 1o change, a
complex educational siratcgy intended 1o change the beiliefs, attitudes,
values, and structure of organizations sc that they can better adapt to
new technologies, markets, and challenges, and the dizzying rate of
change itself.," Four examples of organization activities are described:
team building, intergroup contlict resolution, confrontation meeting, and
data feedback.

The author sets torth a number of characteristics and goals of organiza-
tion agevelopment. An emphasis is placed on viewing organization devel-
opment as an educational strategy relying on experienced behavior and
the use of collaborative relationships between external change agents
and ciient systems, A further emphsis is piraced on group interactions,
and especially conflict resolution, as a focus for organization deveg!-
opment activities. The major problems confronted tn organization are
indicated as follows: (a) integration, (b) socia!l influence, (c) col-
laboration, (d) adaptation, (e) identity, and (f) revitalization, Each
of these problems is elaborated.

As in previous writings {bennis, 1966), The author focuses on labora-
tory training as a means of effecting organization developmeni eftforts.
"Essential ly, laboratory traiying is a small group effort designed to
make its participants more avare of themselves and of the group pro-
cess." Several propositions are presented with regard to the use of
laboratory training in effecting social change. "In wundertaking any
planned social change using laboratory trairning, the core of the tunr-
get system valucs must not be tco diserepant with the laboratory train-
ing values, ...The voluntary commitment of the partieipanits may be a
eructal factor in the succees of the program. ...The legitimacy of in-
terpereonal influence must be potentially aceeptable.” Other proposi-
tions are presented with reference to social change in general. ...
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Legitimacy for the change rmust be gained through obtaining the support
of key people. ...The procese of installing the change pregrams nust be
congruent with the process and goals of such programs. ...The employ-
ment security of the change agert mugt be guaranteed. ...Thc ¢/jczie on
the adjacent and interdependent subsysteme relating to the target sys-
tem must be carefully congidered. ...The state of cultural readincss
mugt be aseessed."

Two potential weaknasses of organization development are mentioned, The

- first is that issues regarding power in organizations are avoided. The
second is thatl little attentlon is focused on structural and technologi-
cal aspects of organizations.
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Bennis, W.G., Benne, K.D., & Chin, R. (eds.), The planning of changc.
New York: Holt, Rinehart, & Winston, 1969,

CONTENTS

Part One  THE EVOLUTION OF PLANNED CHANGE
I. The rocts of planned change
2. Current and emergent notlons about planned change

Part Two  ELEMENTS OF PLANNED CHANGE
3. The utilization of scientific knowledge
4. Collabora*tion and conflict
5. Related theories of change and influence
6. Systems in change ‘

Part Three  DYNAMICS OF PLANNED CHANGE
7. Change strategies

8. Instrumentation

9., Resistance
Part Four

VALUES AND GOALS

10, Finding direction in planned change
I1. Some value dilemmas of the change agent

This is the second edition of a large collection of readings on planned
change. Each chapter conlains from three to eight selections relevant

1o some aspect of this area.

vided by the editors,

CONTRIBUTING AUTHORS

Argyris, C.
Rarnes, L.B.
Bauer, R,A.
Becker, H.5.
Beckhard, R.

Gouldner, A.W,
Harrison, R.
Havelock, R.G.
Hopkins, R,
Hornstein, H.A.

An introduction to each chapter is pro-

McClel land, D.C.
Mead, M,

Miles, M.B.
Mouton, J.S.
Roaers, C.R,

Bell, D. Katz, E. Schein, E.H.
Blake, R.R, Kelly, G.A. Schiavo, R.S,
Caider, P.H. Keiman, H.C. Shepard, H.A,
Callaban, D.M, Klein, D. Sloma, R.L.
Caplan, G. Lawrence, P. Trist, E.L.
Clark, J.v. Leeds, R. walton, R.LC.
Davis, S,A. Lippitt, R. wWatson, G,
Ferguson, C.K. Lorsch, J.W, Winn, A,
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bLennis, W.0G. Cchein, E.H. Princlples and strategies in the use ot f{abor- -
atory training for improving social systems., 1in W.G., Bennis, K.D.

i Benne, & R, Chin (eds,), The plannin - of change. New York: Holt, Rine- 3

' hart & Winston, 1969, 335-357. z

This is an excerpt from a book previously published by the authors
(Schein & Bennis, 1965). The article reiterates much of what Bernis has
previously stated regarding the goals of change activities and those
.conditions which are appropriate for Implementing planned social change,
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Rennls, W.G, & Shepard, H.A, A theory of group development. luman Reo-
lations, 1956, 9, 415-437,

The theory presented ls based on experlence from T-groups. Group devel-
opment is seen as involving ",.,The overcoming of obstacles to valid
communication among the members, or the development of methods for a-
chieving and testing consensus.," Two major phases of group development
are suggested: (1) dependence, amd (2) interdependence. "...During the
authority ('dependence!) phase, the group moves from preoccupation with
submission to preoccupation with rebellion to resolution of the depen-~
dence problem, Within the personal (or 'interdependence') phase ihe
group moves frum a preoccupation with inter-member identitication to

a preoccupation with irndividual identity to a resolution of the inter-
dependence problem."

Wach of the major phases consists of three subphases. Dependence in-
cludes; (a) dependence-flight, (b) counterdependence-flight, (¢) re-
sclution-catharsis, Interdependence consists of: (a) enchantment-
flight, (b) disenchantmeni-flight, and (c) consensual validation.
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Biake, K. & Mouton, J. Building a dynamic corporation through qrid or-
gaiaational Jdevelopment. Reading, Mass.: Addison-Waosley, 1969.

This is a preseniation of organizationa! development based largely on
Blaoke and Mouton's development of the managerial grid, They stress
development as the process of closing the gap between what is and what
should be. The gap is closed through systematic development. Six
phases ot development aire suggested as necessary for fulfilling condi-
tions seen as essential for systematic development,

The approach outllined stresses involvement by the participants in all

phases, '"The whole learning situation [s based on a self=convincing
approach, |t [s a process of self-discovery, scif-testing, self-com-
parison, self-judgment, and self-evaluation."

The integration of the individual and the organization is a major theme.
"Organization development has a major objective of strengthening the
capacities of corporations to utilize proyle 10 permit the sound merg-
ing of self-intcrests with corporate interests. Corporate excellance

is approached when this merger has been achieved." "Corporate excel-
lerice and the excellence of individuals are one and the samc."

TQPICS
Confiict/Confiict Rasolution
Goals (Individual /Organizational)
Grid Organizational Development
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Blake, R., Mouton, J., Barnes, L., & Greiner, L. Breakthrough in organi-

zational development. Harvard Bustness Revicw, 19064, 42 (6), 133-150,

The grid pregram was used in an attempt to chonge attitudes, values, and
behaviors in a company employing 4,000 persons, An evaluation ot the

program was conducted by researchers not involved in effeciing the change.

Organizational records and anonymous survey questionnaires werc used to
assess cutcomes, Data collection procedures were begun after the first
phase of the effurt was completed. The results showed increasel pro-
ductivity per employee; decreased controllable costs; doubled piofits;
perceived improvement in group performance; promotion critieria changes;
perceived improvemcnt in intergroup and interdepartmental relationships;
attitudes shifting to be more congruent with the grid 9,9 model,
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Btake, R.,, Mouton, J., & Sloma, R, The union-management intergroup labora-
tory: Strategy for resolving intergroup conflict. Jownal of Applied
Behavioral Science, 1965, 1 (1), 25-57.

An account of an intergroup laboratory is presenied with eight major
phases identified and described: (a) orientatvion; (b) infragroup deve-
lopment of own image and its image of the other; (c¢) exchange of images
across groups; (d) claritication of images; (e) intragroup diagnosis of
present relationship; (f) exchange of diagnosis across groups; (g) con-
sol idation of key issues and sources of friction; and (h) planning next
sieps.,

The authors point out that long term conflicis are difficult 1o re-
solve, The real test of such a taboratory is ",,.vhen new issucs and
different problems arise In the relationship.”
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Blake, R., Shepard, H., & Mouton, J. Mmaging intergroup conflict in
industry, Houstun, Texas: Gulf Publishing Co., 1961,

CONTENTS

Foundations and dynamics of intergroup behavior

The win-lose orlentation to intergroup disagreement

Win-lose power strugglies in industrial life

. Using third-party Jjudgment to resolve intergroup disputes

. Fate

Wirhdrawal, isolation, and indifference in intergroup relations

. Peaceful coexistence as a condition of agreement

Compromise, bargaining and other forms of splitting the differencs

Problem-solving: A tThird approach to agreement
interventicon inio situations of intergroup conflict
Strategies for improving headquarters-field relations
Problem=-s0lving interventions in setting of labor-management con-
flict

13, An intergroup problem-solving approach to mergers
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The thesis of this book is that confiict resolved through probiem-soiv-
ing methods cen lead to creative and innovative thinking, A framework
for understanding intergroup conflict based on three assumptions con-
cerning intaerqgroup disagreement is presented, Nine possible soluiinns
to> conflict are suggesfed on the basis of the importance of the outcome,
The outcomes include (a) win~lose power struggle, (b) third-party juda-
ment, (c) fate, (d) with'rawal, (e) isolation, (f) indifference or ig-
norance, (g) peaceful coexlstence, (h) splitting the difference, and

(i) problem-solving. Each of fthese solutlions is described and evalua-
ted.

Probiem-sclving is suggested as the most constructive of the soiutions,
"...Intergroup problem-solving emphasizes solving the problem, noi ac-
comodating different points of view. This problem-solving approach iden-
tifies the causes o reservation, doubt and misunderstandings between
groups confronted with disagreemant. Aiternative ways of approaching
conflict resolution are explored. In true problem-solving, tac alter-
native solutions which emerge may not be ones held by either of the
contending groups at the onset."
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Boiman, L. Laboratory versus lecture In training executives, Jounal of .
Adpplied Behavioral Seienece, 1970, 6 (3), 323-335,

The study involved four groups of business executives participating in a
six-week program designed to increase their competence in dealing with
interpersonal phencmena, For members ¢ two groups (conirols) one week

of the prcgram consisted of lectures, discussions and readings on human

relations., Mombers of the other two groups (experimental) participated
in T-group sessions during this perlod,

Each participant completed the Analysis of Personal Behavior in Groups

‘guestionnaire three times: (l) before arrival, (2) after the one-week - ;,,'

session, and (3) at the completion of the six-week program, Tapes of
discussions were also gathered ai three different 1imes: (1) during the
human relations (one-week) program, (2) at the end of the program, (3)
during the end of the six-week program, The questionnairs respor.es
together with behavior scores taken from the tapes were used to judge
charges,

"Both types of programs produced equal change in participants' stated
beliefe about effective interpergonal behavior, Laboratory training
showed greater effects on partieipants' perceptione of themselves and on
their behavior as analyzed from tape recordings of case dzscuss1on meet-
'Lnas Howeven, their wes pnaﬂmacn that the par uuuupuuuu Nad ut«J r u(,uz,t,u
transferrmng learning from the T-Group to other parts of the program and
that there wasg considerable fade-out of the effecte of the training.”
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Bowers, D.G. Three studles in change: An account of deta~based organi-
zational development activities In three continuous process firms.
Technical Report to the Offlce of Naval Research, 1963, (Available
from Defense Documentation Center, Cameron Statlon, Alexandria, Va.)

Change programs employlng a varlety of techniques are described. The
major techniques are survey feedback, the managerlal grid, and labora-
tory-typo activities,

Implications drawn from the study include the folliowling: Y...posltive
sanction of top management is apparently necessary for thc success of

the program, either Ly Its personal commiiment and involvement, by its
otficial power, or, at the very least by its wiilingness not To under-
cut the program, To the extent that these data indicate oreater or less
eftectiveness of any particular form of sanction, they suggest thzt there
is more to be gained by sanctloning through the power of ofrice than Ly
personal commiiment alone,..The ¥indings suggest that a change program,

ro be effective, must be geared Into the working system of the organiza-
tion." ' '
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Bowers, D.G. Perspectives in organizational development. Technical
Report toc the Office of Naval Research, 1970, (Available from
Defense Documentation Cenier, Cameron Station, Alexandria, Va.)

"A theoretical! statement of probiems in organizational development
area, this report reviews aspects of change practice with major the-
. -oretical impilications and formulates a series of researchable questions.
1t also covers the potential relevance of certain parts ot clinical
practice and tearning theory to the problem of organizational devel-
opment." ’ )
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Bowers, D.G. Developmant techniques and organizaticnal change: An over-
view cf results from the Michligan Iriwr-Company Longitudinal Study.
Technical Report to the Offlicc of Naval Research, 1971. (Available
from Defense Documentation Center, Cameron Station, Alexandria, Va.)

"Data cullected by use of the Survey of Organizations questionnaire from
© rore than 17,000 respundents in 23 organizations which participated in

— —the I[nter-company Longitudinai Study are analyzed in terms of the organ-

izational development treatments which intervened between pre and post-
measures. Four 'experimental' treatments (Survey Feedback, interpersonal

. . .Process Censultation, Task Process Ccnsuitation, and Laboratory Training)

gl S

and two 'control' treatments (Data Handback and No Treatment) are compared
7o deiermine their comparative associations with improved organizationa!
_functioning. The resultfs indicate that Survey Feedback was associated
with a significant frequency of improvement, that Inierpersonal Process
Consultation was associated with questionable improvement, that Task
Process Consultation was associated with little or no change, and that

Laboratory Training was associated with significant deterioration in or-
ganizational functioning."
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Bowers, N.G. Development techniques and organizational climate: An
evaluation of the comparative Importance of two potential forces
for organizational change. Technlcal Report to the Office of Naval
Research, 1971. (Avaliable from Defense Documentation Cenier,
Cameron Station, Alexandria, Va.)

. "This technical report builds upon an ealler report [Bowers, 1971] and
looks more closely at the relationships among development activities,
organizational climate change, and change in work group behavior. Survey

. Feedback and Interpersonal Process Consultation emerge as beneficial
treatments, Laboratory Training and Task Process Consultation as non-
beneficial strategies."
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Bowers, D.G. & Franklin, J.F, Survey~guided development: Using human
resources measurement in organizatlonai change. Journal of Con-

temporary Business, 1972, 1 (1),

The authors present a dascriptlon together with the rationate and
assumptions underlying an approach to improving erganizational function-
ing based on the use of survey moasurement.
~-“the basic measurement tool useful for (a) dlagnosing organizational
functioning including system propertles of crganizations, (b) providing
information that serves as a basls for the feedback process, and (c)
. assessing changes produced by attempts almed at Improving organizational
- functioning.

in addition to providing a model of survey-guided development, the
authors describe the change-agent role and the motivating processes
inherent in this approach to organlzational improvement.
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Bowers, D.G. & Norman, R, Strategles for changing an organization, In-
novation, 1969, 1, 50-55,

A plea 1s made for systematic organizaticna! development efforts which
take Into account the necessity of compatitility between social and
technica! components of systems, "...A program of planned organization-
al change should avoid two mistakes, The first is changing one condi-
tion exclusively for all, or eaven for most groups., Second, the program

‘should not ignore or deny the relevance of the system and its function-

ing in favor of producing 'better pecple'."

Solld information abtout the system to be changed as weli as other systems
is viewed as a necessary basis for change. "...Ary change treatment
should be based upon solid Information about how other, more effcctive
organlzations function; second, research should be done into the nature
of the orgnaizaticn toobe changed," The authors strongly emphasize the
need for ",..measurement that is precise, accurate, conceptually sound
and relevant."

The diagnostic and therapeutic process of a change effort are conceived
as separate but related,.
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Bowers, D.G. & Seashore, S.E, Changing the structure and functioning of
an organization. In W.,M. Evan (ed.}, Organizational experimenis: Lab-
oratory and field research. New York: Harper & Row, 197, 185-201.

|

This chapter describes a multi-faceted change effort in a large packaging
materials tirm, The study undertaken In conjunction with the change pro-
_Ject focused on several propositions concerning organizational improve-
ment: ",..an organlzation Ils |ikely to achieve its purposes better: (a)
-—~{f there is an emphasis on the work group, rather than exclusively on the
individual, as the unit supervised, (b) if there is a high rate of inter-
action and mutua! influence among work group members, (c¢) if there is a
high degree of participation in decision-making and contro! activities
in the lower echelons of the organlzation, and (d) if supervisors pro-
vide to subordinates a nigh degree of supportiveness."

ik B e b o e

P

"In general, there is evidence supporting the validity of the proposi-~
tions embodied in tha study design, but this evidence is not so strong :
and wel!-controlled from confounding Influences as to be conclusive."
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Bradford, L.P, & Miai, D,J, Human relations laboratory training. In R.L,
Craig & L.R, Billel (eds.), Training and development handbook. New
York: McGraw-HIill, 1967, 25|-266,

A rationale is provided for the use of laboratory training as a means cf
-achieving necessary aspects of management development. Laboratory +rain-
--ing is said to meet the following condlitions of learning: (a) exposure

of behavior, (b) feedback, (¢) atmosphere, (d) krowledge as a map, (e)

experimentation and practice, (f) application, and (g) iearning how to
~learn, .
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Buchanan, P.C. Laboratory training and corganizational development. Ad-
minigtrative Seiencc Quarterly, 1969, i4 (3), 466-480.

A review is presented of studies from 1964 to 1968 using laboratory
training in human relations progirams to enhance the effectiveness of or-
ganizations,

The values of i{aboratory training are noted as follows: "(1) |1 facili-

- tates personal growth and development, and thus can be of value 1o the

Individual who participates. (2) {1 accomplishes changes in individuals
which according to several theories are important in effecting change in

~organizaticns and in etfectively managing organizations,"

The studies present a mixed picture of the effectiveness of laboratory
training, "lhe svidence rather clearty indicates that laboratory train-
ing has a predictable and significant impact on most participants; yet
it is zlso ciear that from the standpoint of organizational improve-
ment, laboratory training by itself is not enough."
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Bunker, 0. R, Individual application of laboratory 1raining. Jowrnal
of Applied Behavioral Seignce, 1965, 1 (2), 131-147,

"Data are presented from a study of perceived behavior changes one year
after partieipation in tratning. Partielpants are seen by co-workers
as increasing eignificantly more than controls in cognitive openness,
behavioral skill, and understanding of social processes. Long=range
changeg are correlated with learning measures at time of training.'

Findings seem to indicate that "...the long-term outcomes of labora-
tory education tend To be increased capacity for adaptive orientation
1o their particular situation rather than the stereotyped enactment of
an tdeology. The roots of such behavior changes lie in improved
methods of coillecting and processing information about the organiza-
tional environment and increased pcrsonal freedom to ant on the basis
of that information."

"There is strong evidence that groups, Individuals, and entire training
programs have dlfferential learning outcomes; but as yet there is no

systematic evidence concerning the links between parlicular components
and observed applications,”

Adaptation

Data Collection
Durability of Training
taboratory Training
Transfer of Tralning
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Bunker, D.R. & Knowles, L.S. Comparison of behavioral changes resultling
trom human relations training laboratories of difrerent lengths.
Journal of Applicd Behavioral Seience, 1907, 3 (4), 905-523,

Behavioral changes in back-homa settings are reported for groups of per-
sons who participated in two- and three-week human relations laborator-
ies. Changes are reported by means of a Behavior Changec Descrintion
questionnaire (Bunker, 1965) given & to 10 months after training. The
questionnaire was completed by the subject and seven co-workers (super-
iors, peers, subordinates).

"Mwo interrelated measuree of ehwige were derived from the questioni-
natres: the 'total change gecore, ! composced of tha total number of dif-
Jevent changes mentioncd by a subjcet and his co-workers; w@id the 'ver-
ificd change score, ! comvposed of those behavior changes which arc mon-
tiomed by two or more persoms in a get of deseriptions,!

"Both the perceived change geore aid the verified change score reveal
more changcs made by the three-weeck sample...the threc-weck labora-
tory participants made more overt, pro-active changes, as oppoecd 1o
the more passive, attitudinal changee made ly the two-weck sumple.”
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Attitude Change

Behavior Change

Behavior Change Description Questionnaire
Human Relations Trainring
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Burke, R.i. & Bennils, W.G. Changes in perception of self and others
during human relations training. HKuman Relations, 1961, 14,
165-182,

Participarts in three~-weck human relations 1raining groups completed
the Group Semantic Diffarential instrument during tne middle of the
first week and tha latter part of the third wuek., Each participant

completed the 19 bipolar ratings tor (a) seif, (b) ideal, and (c)
other.,

A factor analysis of the Instrument showed three factors that accounted
for 86 per cent of the total variance: (a) friendiiness-evaluation,
{b) dominance-potency, and (¢) participation-activity.

Significant changes over time were found in the perception of group
members, as follows: profile simllarity between perceived actual sclf
and perceived ideal self Increased; changes in perceived actual self
were greater than change: in percelved ideal self; profile similarity
between the individual's perceived actual self and mean perception of
him by others increased; changes in the perception of the individuyal
by others were greater than changes in the individual's percepiion of
actual self; variance between members, in their perception of indivi-
duals on the participation-activity dimension, decreased.
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Burxe, W.W. A comparison of maragement development and organization } ,i
developmant. Journal of Applied Behavioral Science, 1971, 7 (5}, §
569-579.
In an effort to clarify the conceptualization and practice of organiza-
tion development, management development and organirzation development 2
_are compared on six dimensions: (a) reasons for use, {(b) goals, (c) ij,
typical Interventions, (d) time frame, (c) staff requirements, and (f) 3.
values. (See also Burke and Schmitt, 1970) T H
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Burke, W.W. & Schmidt, W.H. Primary target for change: The manager
or the organization? {n W.H, Schmidt (ed.), Organizational

frontiers and human values. Belmort, Californla: Wadsworth, 1970,
151=-174

"This article's purpose is to present a way of comparing two basic
. approaches to the Improvement of managerial effectiveness within a
~ organization: (a) management development--the educational develop~-
- —ment of individual managers; and (b) organization development (OD)--
the development of the orjanmizaiionac units of people."

Severa! lIssues emphasized in the article include: (a) the integration :

“of the individual and organization, (b) the rai.ge of interventions used -
in development efforts, (c¢) the team as a basic organizationai unit,
(d) the necessity of a supportive climate, and (e) competencies re-
guired in a development staff (See also Burke, 1971).
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Burns, T. & Stalker, G.M. The management of innovation, london: Tavi-
stock, 1961,

in the framework of "mechanlistic" and "organic" sysiems, the authors de-
scribe changes in the electronics Industry., The studies engaged upon
concentrate on "...the menagement difficulties which seemed peculiar to

“firms engaged In rapid technical progress, and the particular problem of

getting laboratory groups on the one hand (research--development--design)
to work effectively with production and sales groups on the other."

"...The findings of this research can be put into two statements;: Tech~
nical progress and organizational development are aspects of one and
the same trend in human affairs; and the persons who work to make these
processes actual are aiso their victims,"

"4s the rate of change increases in the technical field, so does the num-
ber of occasions which demand quick and effective interpretation between
people working in different parts of the system. As the rate of change
inereages in the market field, so does the need to multiply the points
of contact between the concerm and the markets it wishes tc explore and
develop, "

"The shift from mechanistic to organic procedures, therefore, makes con-
siderable demands on Individual members of an organization. |[In general
terms, they are required to surrender the safe determinacy of a contrac-
tual relationship with the firm for one in which their obligations are
far less limited, to replace a view of the firm as an impersonzal, im-
mutable boss by one which regards it as something kept in being by the

sustained creative activity of themseives and other members, to cease

being 'nine-to-fivers' and turn 'professionals'."
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 vlduals In organizations are reviewed in depth.

_nological elemants,

{See also Dunnette & Campbell, 19700
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Campbel!, J.P, & Dunnette, M,D. Effectiveness of T~group experiences In

managerial training and development. Pgychological Bulletzn, 1968, ’
70 (2}, 73-104.

"Research studies relating T-group experiences to the behavior of indi-

Attention Is also de-
voted to summarizing the stated objectives of the method and Its tech-

In addition, speculation is offered about the na-
ture and viabllity of Impliclt assumptions underiying T-group frainjng:"
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Carron, T. Human relations training and attitude change: A vector analy-
sis., Personnel Psychology, 1964, 27, 403-424.

Supervisors from research, development, and englineering units of & chem-
ical company participated In human relations training over a six-month
period. Attitude change in this group was compared with change in |2
matched controls who had no training.

The Leadership Opinlon Questionnalre and F-scale were used to measure

structure, consideration and authoritarianism at four points in time:

(a) before training, (b) at the end of training, (c) six months after

the end of training, and (d) seventeen months after the training had
- —ended,

Different analyses showed different results. Mean scores showed tempo-
rary changes on authoritarianism scales greater in The experimenial
group than the controls, The means after seventeen months showed no
differences, A vecvor analysis showed significant change toward demo-
cratic attlitudes in members of the experimental group but wot in the
controls.
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Cartwright, D. Achieving change in people: Some applications of group
dynamics ‘theory, Human Relatione, 1951, ¢, 381-393, (Also in E.P,
Hollander & R.G. Hunt (eds.), Current perspeatives in gocial psy-
chology. New York: Oxford University Press, 1967, 520-529.)

This article clites several important studies in support of a number of
-principles pertaining to the group as a medium and target of change.
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Chin, R, The utillity system models and developmental models for practi-
tioners. In W.G. Bennls, K.D. Benne, & R. Chin (eds.), The plon-
ning of change. New York: Holt, Rinehart & Winstor, 1969, 297-3|2,

"The purpose of this paper is8 to present concepts relevant to, and the
benefits to be gained from using, a 'system' model and a 'developmental'’
-model in thinking about human events.' The system mode! Includes the fol-

- “lowlng elements: boundary, tension, stress, straln and confiict, equili~-
—-brium and "steady state," and feedback. '

"By developmenta! modeis, we mean those bodies of thought that center a-
round growth and directional change." Several assumptions ¢f such mod-

" els are presented.

Assumptions and approaches to three analytic models of change (system,
developmental, intersystem) are presented.
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Chin, R. & Benne, K.D. Gensral strategles for effecting changes in hu- S
man systems. In W.G, Bennis, K,D, Benne, & R. Chin (eds.), The :
plaming of change. New York: Holt, Rinehart & Winsten, 1969, 32-
39,

Three strategies of deliberate change are illustrated in terms of hHis-
torical development with regard to approaches to change and the peisons
assocliated with each strategy. The strategies are termed: (a) rational- ]
.empirical, (b) normative-reeducative, and (c) power-coercive. AR |

Al s bl i

In focusing on the normative-reeducative strategy, the range of change-
agent interventions and the elements common to various aspecfs in this .
-approach are examined, ) - B et e
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Clark, J.V, A healthy organization., in W.G. Bennis, K.D. Benne, & R.

Chin (eds.), The planning of change. New York: Holt, Rlnehart &
Winston, 1969, 282-297.

"i consider an organization to be healthy if its members cbserve cer-

talin unstated but quite uniform codes of behavior which they accept as

normal things to do, provided these codes produce behavior which allows

all levels of the organization to meet two basic but diverse require-
“ments-~maintenance of the status quo, and growth."

"...0n balance and over time the healthy organization is one in which
its component parts--group and individual--somehow manage to achievc an
~optimal resolution of their tendencies toward equilibrium (maintenance,
homeostasis, status quo or call 1 what you wili) and their capacitias
for growth (elaboration, complication, differentiation, negative en-
tropy, or what not)."

M. ..Any organization which was set up only to meet the needs of indivi-
duals to grow, or to participate, or to be creative, or what not, and
which did not consider the needs of people to form into groups, or of
the total organization to engage in satisfactory transactions with out-

"side groups such as stockholders or customers, cannot be considered
- hsalthy "

(I N RTT ™ P

e i

Ciark notes That nelther humanism nor efficiency can be achieved if
either is valued exclusive of the other.
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Clark, J,V., & Culbert, S.A. Mutually therapeutlc perception and self-
awareness in a T-group. Jowrnal of Applied Behavioral Seience, 1965,
1 (2), 180-194,

The first author frained a group of students in two two-houir sessions per
week tor |16 weeks. The group waz studied to test twe hypotheses: (1)
some memberg would show higher Problem Expression Scale (PES) ratings

" of samples of their epeech mear the end of their group experience than

-qt the beginning, and (2) the members showing the most PES improvement
will be those members who enter into the most interpersonal relation-
ships in which the members perceive one another as high in level of
regard, empathy, congruence, and unconditionality of regard.'

Hypothesis | was supported: Two judges whose ratings were reliably cor-
related produced ratings which ylelded positively significant changes
for four $s, nonsignificant change for five 5s, and a significant ne-
gative change for one S, The second hypothesis was supported by signifi-
cant X2s relating positive process scale changes to the number of dyadic
relationships an S hag in which both members perceived each other as
high In therapeutic qualities,"

The data suggest "...that the T-Group is a genuine therapeutic experi-
ence, although some have contended that T-Groups and therapy groups are
different. Furthermore, the present research not onity supporis the
theory that interpersonal behavior is the prime determinant of thera-
peutic growth; it goes on to suggest that untrained laymen, given the
proper context, can and do act therapeutically toward one another."
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Coch, L. & French, J.R.P, Overcoming resistance to change. Humm Kcla-
tions, 1948, 1 (4), 512-533.

This article reports a classlc study In which participation was uscd as
a means of solving probiems caused by changing methods of production.
The problems included high turnover, low efficiency, restricted output,
-and aggression against management.

Th-ee groups of employees were matched for (a) change, (b) efficicncy,
ong (¢) cohesiveness. Each group participated to a dlfferent degrec in
“the change. Members of one group were merely told about the changes and

why they were needed ('"Non-participation" group). Members of the se-
cond group chose representatives to participate in the decislon-making
process ("Representative-participation” group). All membsrs of the third
group particlpated in the declsion-making process ("Total-participation"
group).

1t was found that ",,.the rate of recovery is directly proportional to
the amount of participation, and that the rates of turnover and aggres-
sion are Inversely proportional to the amount of participation,"

TrorPICS

Participation
Problem~-Solving
Resistance to Change

it o s, A e

PR PR

B Rl ek b B i A - e BBl AL s it

.




,

Ay ) T
[
1
i
4
]
{
|

i

=62~
I ;
E Crockett, W.J. Team building--One approach To organizationa! development, 2
9 Journal of Applied Behavioral Seience, 1970, € (3), 291-300, o
¥ . ) i
é Tha supervisor of a work group In the Department of State describes ' é
‘ experiences and feelings during a two-day team-building meeting. i
. ~ The event focused on the work relationships within a group of eleven NE |
: -persons. Data which had been previously gathered through interviews 1,i§
' : “'served as the basls for the meeting. 4
% The author concludes from the experience that team-buiiding is a use- rE

ful actlvity and that the Theory Y style of management is a "tough-
minded" approach. '
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Culbert, “.A. AcCeleratii g laboratory lecrning through a phase progres-
sion mode! for tralnw intervention. Journgl of Applied Behavioral
Setence, 1970, 6 (1), 21-38,

A description of a method for affecting the pace of T-groups is present-
ed. A weekend group composed of tralners' wives is described with re-
_ference to the phase progression model.

"The phase progrsasion model contains four basic elements,... These

_ elematns are (a) expliclt commitment *o specific training goals, (b)

- -specifled phases tor group progresslien, (c) technolcgy for facilitating
within-phase processes, and (d) a method for shifting the group's fo-
cus from one phase to the next."

At the end of each phase the trainer intervened with comments referring
to (a) tha past (previous) phase, (b) The present (current) phase and
(c)the future (next to evolve) phase,
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Culbert, S.A, Using research to guide an organization development project.
Journal of Applied Behavioral Seience, 1972, 8 (2), 203-236.

A case study is presented which describes how research was used in an
organization development effort to help the ¢lients move trom a focus
on speciflc problems © a focus on system-wide issues,

- "The case includes (a) a discussion of the differences in problem-solving
perspectives held by OD congultants and their clients, (b) a deseription
of the specific consultant and elieni differcnces in the instance undel
study as well as the research and training design worked out to mediatc
between them, (¢) « reporv on how reeearch data were first anatyzed to ad-
dress questions raised at the beginning of the study, and then re-analyscd
and used to suggest directicms for future action and inquiry, and (d) a
discussion oy some generalizaeble lessons, dertved from the casec, for cx-
perimenting with chonge during times of organizational ericis.”

TOPICS

Attitude Toward Renewa! Questionnaire
Change-Agent

Change Strateay
Conflict/Contlict Resolution
Consultation

Data Collection
Diagnosis/tvaluation

Do's and Don'ts Questionnaire
Personal Relations Survey
Probiem=-Solving

Sensitivity Training

T-Group

Who Do You Know? Questlionnaire
Who Knows You? Questionnaire
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Dalton, G.W. Infiuence and organlzational change., In G.W. Dalton, P.R,
Lawrence, & L.E, Greiner (eds.), Organizational change and devel-
opment, Homewood, l1l.: lrwin-Dorssy, 1970, 230-258,

A mode! of the influence process in organizational change is presented
and elaborated. The model Is based on progressions through the fol low-
Ing steages:
(a} "Tenaion Experienced within the Sytem"
(b) "Intervention of a Prestigious Influencing Agent"
(e) "Individuals Attempt to Implement the Propceed Changes'
(d) "New Behavicor and Attitudes Reinforced by Achievement, Social
Tiee, and Incernalized Valueg--Acconpanied by Decreasing De-
pendence on Influencing Agent"

TOFICS.

Change Prases
Chang: Processes
Influence
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Dalton, G.W., Lawrence, P.R., & Greiner, L.L, Organizational change and
development, lomewood, 11!.: trwin-Dorsey, 1970,

. CONTENTS

INTRODUCT ION
Organization Change and Development, L.E. Greiner & L.3. Bames

CASES
Dashman Company
Superior State Quarry, Parts | & 2
.4 The Gordon Company
£ ' ' Battleship "Y"
g — The Metro Bottlina Company
Randley Stores, Irc., A & B
Simmonds Precision Products
1 TRW Systems Group, A,B, & C
] New England Mutual, A,G, & C
i The Arrow Company S

READINGS
How to Deal with Resistance to Change, I'.A. Lawrence
Applied Organization Change in tndustry: $tructural, Technical, and
Human Approaches, #.J. Leauitt
Patterns of Qrganizational Change, L.&. Greiner
A Psychologist Looks at Lxeculive Development, H. Levinson
The Confrontation Meeting, K., Beckahrd
Breakthrough in Organization Doevelopment, A,R, Blake, J.S5. Mouton,
L.B. Barnes, & L,E. Greiner
T Groups for Organizational Effectiveness, ¢, Argyris
Giving and Receiving Feedback, J, Anderson
Laboratory fducation: impact on People and Organizaiions, M,D. Dun-
B nette & J.P. Campbell
: Motivation and Behavior, G.H., Litwin & R. A, Stringer, J»,
Suggested List for Further Reading in Qrganizaiional Change and
Deveiopnent

Tiis book contains a secries of case studies and readings which focus on
organizational chanye, Many of the readings arc partially or fully re-
printed from previously publishcd works.

CONTRIBUTING AUTHORS

‘ Anderson, J, Campbel 1, J.F, Morton, J.S.
Argyris, C. Dunnctte, M.D. Stringer, R.A.
Barnes, L.B. Leavitt, H.J.
Beckhard, R, Levinson, I,

Ciang, =,R. Litwin, G.H,
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TOPICS

Change Strategy

Confrontation

Feedback

Laboratory Training

Management Training/Development
~"Managerial Grid

‘Motivation
~—Qrganization Effectiveness
Resistance to Change
T-Groups
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-Davis, S.A, An organic problem-solving mcthod ot organizalional change.

Jowrnal of Applied Behavioral Seience, 1907, & (1), 3-21,

An argument is presented against a "soft" interpretation of McGregor in
the context of describing organizational development activities and gener-
al philosophies at TRW Systems,

An emphasis on confrontation is credited with helping to improve rela-
tionships between interdependent individuals and groups, "There is no

real growth, there is no real development in the organization or in the
individuals within it, if they do not confront and deal directiy with Their
preblems, They can geT together and share feelings, but if that's all

“they do, it's merely a catharsis,"

The use of task-related laboratories are seen as usetul. Laboratories
are described that involve three major elements: (a) pre-work orienta-

“tion sessions to present some theory and rationale for using labora-

tories, questions and responses from trainers, and questions for par-
ticipants to think about; (b) a three- or four-~day laboratory; (¢)three
or four one-night sessions 1o discuss carryover of Thu laboratory
experience to the job.

TOPICS

Confrontation

Laboratory Training
"Problem-Solving

Team Building/Development
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Davis, S.A, Building more effective teams., Immovation, 1970, 156, 32-41.

A distinction is made between team buliding and T-groups. T-groups are
temporary and have as thelr main goal individual learning. Team builid-
ing, on the other hand, is described as ".,.introspectlon among a group
of people who work together more or less continuously."

Tor team building to be effective, three elements are necessary: (a)

. time, (b) participation by all members of the team, and (c) a consultant

who Is not a complete stranger to the group.

. The consu!tant strives for two things in team building: (a) "One is get-

ting the team members to really hear each other and 1o understand the
issues in a relatlvely nondefensive way," (b) "The second...is a reali-

zatlon on the part of team members that there are alternatives to the
present way of functioning."

T0PICS

Change-Agent
~Consultant

Group Devel!opment

Group Processes

1-Group

Team Bullding/Development
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Deep, S.C., Bass, B., & Vaughan, J.A. Some effects on business gaming
of previous quasi-T group affiliations. Jowmal of Applied Psych-
ology, 1967, 51 (5), 426-43].

- Success in a business game is used as a means of judging the effects of
familiarity, cohesiveness, and ease of commun{cations between members
of a working ¢roup.

" The findings were conirary to expectations, The findings "...suggest
that in groups called upon to make many complex decisions under consi- i
derab.e time pressure, the famillarity, cohesiveness, and ease of com- - =

- -munications generated by common previous T-group experience may hinder T

" rather than help generate adequate decisions,"

TOPICS

Decision-Making
T-Group
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Dunnette, M.D. People feeiing: Joy more joy, and the "Slough of Despond."
Journal of Applied Behavioral Science, 1969, 5§ (1), 25-44.

Dunnette states that even though there is general disenchantmen! with
studies done on T-groups, they probably are effective in changing be-

“haviors in back~-home settings.

A major goal of T-groups Is described as follows: "...10 make perceivers
more aware of thelr own perceptual fillers, to heip ther know more fully
how they are perceived by others, and to help them be more aware of and
sensitive to the attributes of Specific Ofthers in thelr social worlds."

A study is described that tested whether an increased ability 1o differ-
entiate among others was developed In T-groups., The study contained

“both T-groups and control groups that mei for the same periods of time

but engaged In different activities, Paper-and-penci!

instruments and
tapes were used to assess changes.

"...greater empathy was developed in exactly those groups showing more
and a higher quality of interpersonal interaction. Moreover, this in-
crease is not a result of perceiver's adopting strategies of stereotypy
or assumed similarity, but is instead a measure orf their increased abil-
ity to differentiate accurately among Specific OQlhers in their groups.”

TOPICS

Empathy
Perception
T-Group
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Dunnette, M.D. Should your people take sensitivity tralning? Innovation,
1970, 14, 42-55,

Six stages of T-group development are presented:
"(}) Escaping from loneliness
(2) Providing warmth and support
(3) Learning sensory and emotlonal sensitivity and being able to
tolerate anxiety
(4) Understanding oneself and others
(5) Learning to change interpersonal behavior
(6) Resolving conflicts"

Stagas One through Three are described as recreational stages. Four
through Six are learning stages.

Several problems are suggested: (a) The leader fails to state his objec-
tives. (b) The group fails to pass through early stages in an attempt

to reach stage four. (c¢) Groups don't get past the diagnostic stages to
behavioral reeducation, (d) Trainers are hung up at certain stages anc
can't take the group beyond them,

An argument is made against including people from the same organization
in the same group. '

TOPICS

Diagnosis/Evaiuation
Group Development
Learning

Sensitivity Training
T-Group
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dom DA s

Dunnetie, M.D. & Campbell, J.P. Laboratory education: Impact on people

and organizations, In G.W. Dalton, P.R. lLawrence, & L.E. Grelner . 1
(eds.), Organizational change and development. Homowood, lll.: P
Irwin-Dorsey, 1970, 347-376, .

Al vt ol

This Is a result of the most complete review of the literature on labora-
tory ftraining to date.

R

"By laboratory education we mean those personnel and organizational de- :
velopment and tralining courses which comblne traditional tralning featurcs E
--such as lectures, group problem~solving sesslons, and role-playing--
with T-group or senslitivity training techniques.

)

il

KN

'e..There is little flrm evidence of any signlficant change in attitude,
outlook, orientation, or view of others as a result of T-group training."
"...Evidence in favor of any claims that laboratory educatlion can in-
crease or change interpersonal awareness, 'self-iusight', or Interpersonal
sensitivity Is very nearly nonexistent,"

it il

"...The evidence of training-produced changes in job behavior, though
present, is severely limlted by two major considerations we have men-
tioned. First, the many sources of bias constitute competing explana-
Tions for the resuits obtained. Second, none of the studies yields

any evidence that the changes in job behavior have any favorable effect

"In spite of...essentially negative results on objective measures, indi-
viduals who have been trained by laboratory education methods are more
likely to be seen as changing thelr job behavior than are individuals

in similar job settings who have not been trained. These reported
~hanges are in the direction of more openness, better self- and inter- )
personal understanding, and improved communications and lteadership skitls." . E

(See also Campbell & Dunnette, (968)

ik o e

TOPICS

Attitude Chanye
Behavior Change
Communications
Laboratory Training
Leadership
Self=-Awareness
Sensitivity Training , 3
T-Group !
Transfer of Training
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Dyer, W.5., Maddocks, K.F., Moffitt, J.W., & Underwood, W.J. A labora-
tory-consultation model tor organizational change. Jowrnal of Ap-
plied Behavioral Science, 1970, 6 (2), 211-227.

A case study of an organizational development effort focusing on tho prob-
lems of entry and transfer ls presented. "The major feature of the
project reported here...ie an attenpt to optimize both entry methods and
trangfer activities by a gingle developmental approach which includes

the unique feature of using laboratory training to build a eonsulting
relationship between tntermal consultants and their operating managere

tn an industrial organiaation,"

The design used included four parts: "(a) laboratory training as an ini-
tigting vehicle, (b) the use of internal Trainer-Consultants, (c¢) the
use of data collection and feedback, and (d) a single management and
organizational conceptual framework.'

"mitial results from back-home application witnin the organization in-
dicate that these deeign features have reduced the entry and transjer
problems eaperienced in utilizing laboratory learnings in organization
development, However, certain problems still exist in transfer of
learning, namely: uneven gkill on the part of the mamiagers to implement
laboratory learmings, some lack of skill on the part of the Trainer-
Consultants to intervene effectively, and the existence of certain
organtzation conditions that do not gupport change. '

TOPICS

Change~Agent
Consultation

Data Coltection
Entry

Feedback
Intervention
Laboratory Training
Resistance to Change
Skill

Trainer

Transfer of Training
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Eiden, J.M., Goldstone, R., & Brown, M.K., The university as an organ-
zational frontier. In W.H. Schmidt (ed.), Organizational frontiers
and human values. Belmont, Callfornlia: Wadsworth, 1970, 87-101,

Universities are presented as a model of knowledge-based organization:
which are to become more significant in the future. "Asc society moves
into the post-industrial era, knowledge-based organizations become
increasingly signiflcant. Post-industrial socliety is above all a
knowledge-dependent soclety. Its organlizations are dependent on high
levels of technical and professional expertise and information~hand!ing
capacities. As organizations function more on a knowlednsc base, they
begin to function more like university organizations with shared power,
highly mobile members, and non-operational goals.™

Four major themes are discussed In terms of challienges for future organ-
izatlonal development efforts: (a) confronting the politics of change;
(t) developing interorganizational linkages; (c¢) coping with rapid
change; (d) expanding orgenlzaticnal development perspectives.

TOPICS

Expertise

Knowledge-Based Organization
Linkage

Politics of Change
University
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Ferguson, C.K., Concerning the nature of human systems and the consul-

tant's role. Journal of Applied Behavioral Science, 1963, ¢ (2),
179-193,

"...A consultant does much the same thing whether he is working with one
person, a small group, or a large organlzation. He uses himself to help
a client system to externalize, to explicate "nonfit' between Interfaces
or along boundaries. He uses himselt to release forces that move toward
balance or health in human systems of any size, He Is always an alde or
an Instrument; he should not be a principal or an essential member party,
‘He precipitates a process the substance of which comes from the members.

The consuliant can do any of the following to fulfill his rcle: capture
data, scan for troubled interfaces, promote psychological bonding, act
as a linking agent, serve as communications conveyor, suspend animation
aing analyze process, clarlfy formulation ot issues, releasc emotional
pressures, mske communication congruent, encourage feedback, serve as
plumber and/or obstetrician, promote a spirit of inquiry, analyze cn-
going process, coach and bulld feams, assist in the management of con-
flict, promote a proper psychelogical climate, take calculated risks.

TOPICS

Change-Agent

Communications
Conflict/Conflict Resolution
Consultant

Feedback

Linkage
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Fink, S.L., Beak, J., & Taddeo, K. Orgsnizational crisis and change.
ournal of Applied Behavioral Seience, 1971, 7 (1), 15-37,

.the artiole deseribes a fbur-stage model, beginning with an inttial
pcrz,d of Shock, then a period of Defenstive Retreat, jollowed by Ackrnow-
ledgement, and finally, by a process of Adaptation and C%cngo. The four
phases are presented as they apply to the individual in crisis and then
are extended to incorporate organtaational parameters.”

The phases are described in terms of the following: (a) interperconal
refations, (b} Intergroup relations, (c) communication, (d) leadership
and decislon making, {e) problem handling, (f) plannlng and gual
setting, (g) structure,

TOPICS

Communications
Crisls
Decision-Making
Group Development
Intergroup Processes
Leadarship
Problem-Sclving
Structure
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Fordyce, J.K. & Well, R. Managing WITH pecple. Reading, Mass.: Addison-
Wesley, 1971,

CONTENTS

Part One MOVE OVER!
What's Golng On?
|. What people want
2. What's wrong with our organization?
3. A symptomatology of organizational [tiness and health
4, Organizational deveiopment
5. Plan of this book
6. To proceed
The Third Party
|. Two traditions
2. What a Third Farty does
3. Quailfications of a skilled Third Party
4. The ciient and the Third Party
5. What sort of Third Party help do you need?

Part Two  FOUR CASE STUDIES

Case |. Reorganization of a retail chain
Summary obsérvations

Case 2, A problem of customer relatlons In an aerospace firm
Summary observations

Case 3. The development of a teacher education program
Summary observations )

Case 4. Revitalizing a division of an enginsering company
Summary observations

Part Three  METHODS
Meatings to Bring About Change
I. The manager's diagnostic team meeting series
. The confrontation goal-setting meeting
The family group diagnostic meeting
. The arganization mlrror
Force field analysis
Sensitivity tralning laborateries
. Meetings for two
The family group team-building meeting
. The intergroup team-building meeting
i0. Life/career plannirg laboratory
11. Fol lew=through
Methods for Finding Out What is Going On
I, Questionnalres and instruments
2. Interviewing

VWONOUEBWN

3. Sensing
4, Pollir
5. Collages
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6. Drawings

7. Physical representation of organizations
Methods for Better Meetings

I. Chart pads

2. Going around the room
3, Critiquing

4, Subgrouping

5. The tishbowl

Methods for Changing the Quality of Relatlonships

|, Role playing

2. Getting acquainted
. Hearing
. Positive feedback

Likes and reservations
. Nonverbal enccunters

3
4
5. Making deals (cut on the tabie)
6
7

This voiume is basically a handbook of techniques useful for various pur-
poses in organizational development efforts. .
with a series of case studies provide a view cf spezific activities engaged |
and those facilfltating organization development ef=-

TOPICS

~Action Research

Change Technology
Confrontation

Diagnosis /Evaluation
Feadbachk

GCoals (individual /Organizational}
Interview

tianagement

Role P}ayiny

Sensitivity Training
Team Bu! Iding/Deve lopment
Third-Party Intervention

The technlques together
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French, J.R.P., lIsrael, ',, and Aas, O. An cxperiment on participation
in a Norwegsan facTory Human Eblat ong, 196G, 13 (1), 3-19,

This reports an attempt to replicate a previous study on parTicnpdTaon
{Coch & French, 1948) in another culture.

The hypotheses stated thet there Is "...a positive reiationship between

participation and ...(1) production; (ii) management-worker rolations;
(iii) job satisfaction."

"There was no difference between the experimental and control groups in

the level of production." "With respect to worker-management refations,

there was support for the hypothesis that the eftects of participation
hoid only for subjects who experlence at least as much participation as
they consider legitimate. There was equal support for the hypothesis

that the effects of particlpatlion increase with decreasing resistance
to the participation methods.™

TOPICS

Participation
Resistance to Change
Satisfaction

el i AL A A & b Wb L Lt
o it e s e T W i
e L AT

P
3

L -
i S
N
.|
i
. 48
0.
.
i 48
P
i 2
i W
i .
H
[
8K -
i I
.V .'




— - = e e e TR I T A TS T T T L YT ST g IR T

-8~

French, J.R.P., Sherwcod, J., & Bradford, D.L. Change in self-identity

in a management training conference. Journal of Applied Behavioral
Setence, 1966, 2 (2), 210-218,

Two two-week human relations training conferences were used to tast
nypotheses regarding the effects of feedback on 'self-identity. ",..The
amount of feedback {communicated objective public identity--COPI) was

systematically varied and was related to responses on questionnaires
agking about self-perception.”

Infermation collected at the beqinning, half-way point, end-point and
ten months after the end supported the propositions "...that a person's
self-identity is influenced by the opinions that others have of him
which they communlcate to him and that the more that is communicated,
the more change there is in self-identity. The data also suggest that
the state of the individual plays a part as well--for the more he is

dissatisficd with his present self-perceptions, the more likely he is to
change them."

TOPICS

Feedback

Human Relaticne Training
Sel f=Coricept

T~Group
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Friedlander. F. The impact of organizational training laboratoriss upon
the effectiveness and interactlon of ongoing work groups. Personnel
Psychology, 1967, 20, 289-307.

‘Four of the work groups participated In organizational training labora-

tories and eight were used as comparison groups.

Improvements were sought In six dimensions: (a) group effectiveness,
(b) approach to vs. withdrawst from the leader, (c¢) mutual influence,
(d) personal involvement and particlipation, (e) intragroup trust vs.
Intragroup competitiveness, (f) general evaluation of meetings.

The Group Behavior Inventory given before training and six months after
training was used to assess changes in the four experimental groups.
The inventory was given at two times separated by a six month period
for the comparison groups.

"Significant changes occurred in training groups in the following three
dimensions: group effectiveness, mutual influence, and personal invoive-
ment. No signiflcant changes occurred in leader approachabllity, infra-
group trust, or in the evaluation of group meetings."

The author concludes that "...signlficant improvements in effectiveness
and interaction processes of work groups do occur as a result of parti=
cipation in organizational training laboratories. These improvements
take place in areas which are of direct personal and organizatlonal
relevance to members of the ongoing work groups and endure for a period
of at least six months beyond the fraining experience."

This article reports one aspect of a study carried out with twelve family
work groups from a 6,000 member R&D facility of the armed services.(See
also friedlander, 1968, {970).

TOPICS

Competition

Durabili*y »f Training
Group Behavior Inventory
Group Deveilopment

Group Effectiveness

Inf luence

Leadership
Organizational Training Laboratory
Particlpation
Problem-Solving

Trust
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Friedlander, F, A comparative study of consulting processes and group

development. Journal of Applied Behavioral Scivnce, 1968, 4 (4),
377-400.

"Results indicate that the success cf the development progreams could be
much better explained by whether there were prelaboratory and postlabora-

‘tory consultant activities than by variations in trainer role and behavior
- or by differences in content and climate of training seggions.'

An approach which Integrated pre- and post-laboratory work and utiized

Internal consulting groups to faclltitate data gathering and action steps
resulted in outstanding group growth,

This Is a partial report of a study in a 6,000 member R&D facility of the

armed services, Twelve work groups were invelved.(S. e also Friedlander,
1967, 19703, ‘

TOPICS

Consultant
Group Development

Organizational Training Laboratory
Trainer
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Friedliander, F, The porimacy of trust as a facilitator of further group
accomplishment, Jowrnal of Applied Behavioral Scierce. 1970, 6
(4), 387-400.

"The purpose of the current study was to explore,..the extent to which

intragroup trust is a necessary prercquisite to further group accomplish-
ment."

"Results indicate that prelaboratory trugt is a key predictor of eventual
greup accomplishment, although trust itself did not increase as a result
of an tesolated laboratory training experience. Furthermore, and as a
funetion of tratning, the trainee's postlaboratory concept of trust

merged with hie concept of an effective group and an effective group
meeting,

The author suggests that efforts w#ust be made to build frust prior to a
laboratory experience in order to facllltate Increases In group effec-
tiveness, (See also Friedlander, 1967, 1968, and J.R. Gibb, 1964).

TOPICS

Group Development

Group Effcctivensss

Group Processes

Laboratory Training

Organizational Training Laboratory
Trust
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trohman, M A, & Sashkin, M, The practice of organizational development:
A selective review. Technical Report to the Office of Naval Research,

1970, (Available from Qefense Documentation Center, Cameron Staticn,
Alexandria, Va.)

The authors present a review of various approaches to organizational

“development. Among those discussed are the managerial grid, survey

feedback, sensitivity training, and the socio~technical systems ap-
proach.

The following observations are offered: "Systemic observaticns: (1)

The support and involvement of +top management is a prearequisite for
successful 0.D. change. (2) Organizations are complex systems with

a variety of interrelated parts. Thus, the entire system must be ex-
posed or at least potentially open, to the efforts of the change agent.
(3) There must be an 'inside |inker' as wel! as an external source of
change. (4) If 0.D. is to continue as an ongoing process within a sys-
tem infternal change resources must be developed. Clinical otservations:
(1) The system involved in change must be the source, target, and agent
of change. (2) The change agent must be familiar with a variety of con-
ceptual orientations toward change. (3) The change agent needs a flex-
ibie approach in both diagnosis and treatment. He should be able to use
a variety of methods to uncover problems in the system as well as *o
provide corrective steps."

TOPICS

Change-Agent

Change Processes
Diagnosis/Evaluation
Managerial Grid
Sensitivity Training
Socio-Technical Systems
Support

Survey Feedback
Treatment
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Gitb, J.R. Climate for trust formation. In L.P. Bradford, J.R. Gibb,

& K.D. Benne (eds.), T-group theory and laboratory method. MNew
York: John Wiley, 1964, 279-309.

Gibb hypothesizes four modal concerns affecting all soclal interactions.
", .Group formation occurs as a continulng set of solutions to the

problems deriving from the four focal concerns of acceptance, data, goal
and control."

A mode! s presented based on (a) the four primary modal concerns, (b)

derivatives of the modal concerns, (c) symptoms of unresolved concern,
and (d) symptoms of resolved concern.

(See also Friedlander, 1970}
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Ginzberg, E. & Reilley, E. Effecting change in large organiaations.
New York: Columbia Unlverslty Press, 1957,

CONTENTS

. The chal lenge of change

. The balance sheet for change

. Psychological factors in change

. Preparing the plan

. The initial stage of Implementaticn
. New behavior patterns

. The process of change

SOV s R -

General ldeas are presented concerning change in large organizations
involved in the process of decentrallization. The focus Is on behavior
change at the top level of the organlzation, "...The success of 3 plan
of change hinges on the extent to which a management 1s able to help
the key members of the organization alier their behavior,"
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Management
Resistance to Change

U Y PP R L RN IR | 1 K

st b b i e

i)l

. )

i
1

e s e ] il dki i i

i

it tindid a0 Wkl
"

il 5

i ko

o A Lol
Ak i kg o el A Mg it

S ot R B

i

E




g i O saae i T y =

Golembiewski, R.T., Planned organizational change: A major emphasis in

a behavloral approach to administration, In R.T. Golemblewskl & A.
Blumberg (eds.), Sensitivity training and the laboratory approach.
Itasca, IIl.: F.E., Peacock, 1970, 361-390,

The laboratory approach to organizaticnal change s emphasized. Topics
discussed include (a) types of interventions, (&) necessary skitls and

values, (c) limltations, and.(d) a description of three applications.

According to thls author, the laboravory approach may be used for three
major purposes: "(i)} Modlfy the problem-solving perspectives of indi-
viduals on work-related lssues; {(2) Modlify organizational styles by
Inducing changes In inter-parsonal and group behavior; and (3) Modity
the attitudes of indivlduals In organizations so as Yo develop atfitudes
tfavorable to more effectlve performance."

TOPICS

“Attitude Change
intervention
Laboratory Approach
Problem-Solving
Skill
Values
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Golembiewski, R.T. & Blimberg, A. Confrontation as a training design in

L comp tex organizations. Journal of Applied Behavioral Science, 15067,
 * < 3 (4), 525-547.

A three~day confrontation experience was used as part of a week-long

workshop which was, in turn, part of a long-range management and organ-
" izational development effort. Three~D Images ("How we see ourselves;

How we see the other group; How we thlnk the other group sees us") were

generated by functionally related departments Including several
hierarchical levels, :

Ll

T

The results reported included indications of positive attitudinal changes
toward members of other work groups.,

", ..the experience supports the claim that reiatively short time-periods 3
spent in a confrontatior design can prove useful in handling substantial .
unfinished business and in freeing-up relations among Individuals in

complex organlizations. In sum, a non-T-Group technique can generate -
much learning commonly associated with that technique." :

tach

et T
1

TOPICS

Attitude Change
Confrontation

Management Training/Development
T-Group




PR X e SRy A T oot c. A |

=90~

Golembiewski, R,T. & Biumberg, A. Sensitivity training and the labora-
tory approach. ltasca, |1i,: F.E. Peacock, 1970,

‘CONTENTS

1. What is a T-group? Descriptions and reactions
-2, What happens in a T-group? Perspectives on processes and out-

comes

3. Who leads a T-group and how? Perspectives on trainer and member
roles

4. What concerns a~e there about T-groups? Goals, methods, and re-
sults

5. Where can T-group dynamics te used? Applications in the home,
school, cffice and communlty

6. How can T-group dynamics be studied? Conceiving and executing
research

Each chapter of this large co!lection of readings begins with an intro-
duction by the authors. The 37 articles included in the volume cover a

wide range of issues discussed by virtualiy all of the major authors
contiributing to this area.

CONTRIBUTING AUTHORS

Argyris, C. Hampden=-Turner, C.M, Mcuton, J.S.
Barnes, L.B, Harrison, R, Odiorne, G.S.
Bass, B.M. Horwitz, L, Rogers, C.
Bennis, W.G, Horwitz, M, Seashore, C.
Bessell, H. House, R.J, Shepard, H.A,
Blake, R. Jenkins, D.H, Skousen, W.C.
Bradford, L.F. Kiaw, S, Stock, D.
Clark, J.V. Lippitt G, L, Tanneunbaum, R.
Culbert, S.A. lL.uke, B. This, L.E.
Deep, S.O. Massarik, F, Yaughn, J.A,
Friedlander, F, Mial, H.C. Walton, R.E.
Greiner, L.E, Miles, M.B. Weschler, 1.R.
TOPICS,
Change-Agent Laboratory Approach
Collaboration Leadership
Conflict Managerial Grid
Confrontation Sel f-Concept
Defensiveness Sensitivity Training
Diagnosis/Evaluation Trainer
Feedback Transfer of Training
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" "Change in ovganization etyle were megsured with Likert's profile of

- of interpersonal and intergroup relations in the organization...."
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Golembiewsk!, R.T. & Carrigan, $.8. Planned chaonge in organization style %
based on the laboratory approach. Administrative Seience Quarterly, :
1970, 15 (1), 79-93, :

"This study reports the design and results of an effort to change the
organization style of a sales wnit in a business organtzation."

organizational characteristies. A one-week learming caperience Lclped E
induce stgnificant changes in self-reports by managers abou. the siyle

Wbl

“The entire managerial population was expoged to the learning Jesign,
so that there was no control group. Therejore, the changes in self-
reports can only be tentatively attributed to the experimental design,

rather than to random factors or the passage of time."

bt |
b b _uuwu:mmam&mm it i M s R

e g

TOPICS

Influence

Intergroup Processes
Interpersonal Processes
Laboratory Approach

Organlzation Style

T T T e r T

A

G

B e i e



i ey

e

Greiner, L.E. Antecedents cof planned organlzational change. Journal of
Applied Behavioral Science, 1967, 3 (1), 51-86.

"This article reports tindings describing the history of an organ:zation
and its management prior to a decislon to begin a Managerial Grid organi-
zation development program." The compary in questlon had been in a very
stable environment and, upon finding itself in & new envi. >nment, had
encountercd problems adapting.

Greiner identifles two stages preceding the beglinning of the change
activities: (a) Arou:al-and-Search, (b) Recogniticn-and-Deciston,
Durling the first stage, "...members of that organization wiil (a)
perceive the new demands as threatenling and fecl resentful and unavle
to cope with these demands, and (b} they wlil behave defensively to
resist the new demands while searching for a way out of thzir dilemma,
so long as the environment continuas to press its originai demands upon
the organization." During the second stage, "...members of that top

L o
T A S e e

i group will (a) percelve that they indeed have serious organization
. problems and feel a desire to solve these problems, and (b) they will
behave hy seeking advice from the expert and wiil decide to attempt
a major organizational changs, so long as the environment retlieves
4 pressure and the oulside experi furnishes a program of acrtion.”
TOPICS
Adaptation

Antecedants 1o Change
Change Processes
Erivironment
Managerial Grid
Resistance to Change
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Greirer, L.E, Patterns of organ!zational change. Harvard Busincss
Review, 1967, 45 (3), 119-130.

From a review of 18 studies of organizatvional change, Greiner concludes
thal "power redistribution™ within the structure of an organization is
basic to successful development. The author identifies thr.e major
apprc¢aches to the induction of change: (a) unitateral actlon, (b)
sharing of power, and (c) delegated authority.

b .
R b b b i, 4 1

Six phases of successful change efforts are also noted. Each phase

invoives (a) a stimulus on the power structure, and (b) a reaction from
the power structure.

Suggestions for future attempts at organizatlional chanage arec prescentod.
These include a plea for efforts focusing at the top as well as lower
organizational levels; a deemphasis of the use of "unllateral and

de legated approachas to change;" ar' less parochlical viewpoints on thu
part of "managers, consultants, skeptics and resecarchers.'

TOPICS

Change Processes
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Power Structure
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(b) Power (from unitateral to delegated}, (c) Relatlonships (from
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Greiner, L.k. & Barnes, 1..B. Organtzationat change and developmend.
In. G.W. Daiton, P.R. Lawrence, & L.E. Greiner (eds.), Qrganizational
change and development. Homewoowd, 11l.: Irwin-Dorsey, 1970, 1-12,

This chapter serves as an introduction to a volume edited by Dalton,
Lawrence and Greiner (1970},

The two overarching objectives cof organizational change as described in
this chapter are "(1) changes In an organlzationta level of adaptaticu
to its environment, and (2) changes in the Internal behavieral patternms
of employees.

Four common denominators are seen as cutting across all approaches to
organizational change; (a) Plan (from structured to unstructured),
impe "sonal to personal), (d) Tempo (from revolutionary to evolutionary),

The authors dellineate four areas of declslon-making for the involved
manager: (a) dlagnosing problems, (b) planning for change, (c¢) launching
the change, and (d) following up to assess what has happened.

TOPICS
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Change "rocesses
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Hampton-Turner, C.M, An exlstentlal 'learning theory' and the lnie-
gration of T-group research. Journal of Applicd Behavioral Scicnec,
1966, 2 (4), 367- 386,

A theory is presented to Integrate findings from studles evaluating
learning in T-groups. Three such studies are integraied with the thoory.

TOPICS

7 Learning
T-Group
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Herzbery, F. One more time: How do you motlvate cmployeces? Harvard
Bueiness Review, 1908, 46 (1), 53-62,

The author states his baslc ideas regarding motlvators and hygienc
factors. The hyglene factors include supsrvision, work conditions,
satary status, personal life, relatlonships with subordinates, rela-
tionships with supervisors, relatlonships with peers, and company
policy and adminlstration. Motivators include recognition, achievement,
the work itself, responsibl!|lty, advancement and growth. "The only

way to motivate the employee Is to glve him challenging work in which
he can assume responslbiiify." ‘

TOPICS
Horizontal Job Loading
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Hornstein, H.A,, Bunker, B.B,, Burke, W.W,, Gindes, M, & Lewicki, R.J.(eds.)
Soctal Intcrvention, New York: The Free Press, 1971,

AN TY

CONTENTS
{NTRODUCTION i E,

Part One  INDIVIDUAL CHANGE STRATEGIES OF SOCIAL INTERVENTION
l. T-groups for organizational effectiveness
C. Argyris
T 72, T-group for a work team -
AH, Kurtloff and 5. Atkine _ -
3. Effectiveness of T-group experiences in managerial training and :
development
J.P, Campbell and M.D. Dunnette
4. Ccmparison of behavioral changes resulting from human relations
training laboratories of different lengths
D.R. Bunker and FE.S. Knowles
5. From Learning for leadership
A K. Rice
6, Some effects of managerial grid seminar training on union and man-
agement attitudes toward supervision
R.R, Blake and J.5. Mouton
7. Developing decicion makers
C.H. ¥epmer aud B.B. Tregoe
8. MR": A technique for training large groups of supervisors and its
potential use in social resecarch
N.R.F. Maier and L.F. Zerfoss

Part Two  TECHNO-STRUCTURAL STRATEGIES OF SOCIAL INTERVENTION
9., Productivity and social organization in an Indian weaving shed:
An examination of some aspects of the socio-technical system of an

1 experimental automatic loom shed
A.K. Rice
10. The change process in organizations: An applied anthropology
analysis

L R, Sayles
I}, Making incentives work
F, Torbert
B 12. The confrontation meeting
R. Beckhard
F 13, Engineer the job to fit the manager
! F.E, Fiedler
. 14. Small group ecology
R, Sommer
5. Physical settings and organizational development
F.1, Stecle
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Part Three  DATA-BASED STRATEGIES OF SOCHEAL INTERVENTION
16, The use of socio-economic research in developing a strategy of ,
change for rural communities: A Columbian example :
D.W. Adame and A.E. Havens
{/. Helping a group with planned change: A case study
. R. Beckhard
V3 18. Studying and creating change: A means to understanding social or-
; ' ganization
F.C. Mann
19. Data feedback: A rationale
M.B. Milee, H.A. Hormatein, P.H. Calder, D.M. Callahan, and
R.8. Schiavo
20, The use of survey methods In a citizens campaign against discrimi-
: nation
¥ C. Selltia
21. Experimental social innovation defined
G. W, Fatrceatiher
Part four  ORGANIZATION DEVELOPMENT: CULTURAL CHANGE AS A STRATLGY OF
SOCIAL INTERVENTION

22. Changing organizations
W.G, Benmig

odboal i

23, Primary target for change: The manager or the organiczation? z
. W.W., Burke and W.l. Sehmidt

24, Crucial issues in organizationai deveiopment :
I'.C. Ruchanan :

25, Grid 0D: A systems approach to corporate excellence j
R.R. Blake and J.5. Mouton 3

26, Short- and fong-range effects of a team developmant effort 3
R, Beckhard and D.G. Lake ]

Part Five  VIOLENCE AND COERCION AS STRATEGILS OF SOCIAL INTURVENTION
27, The study of urban violence: Some implications of laboratory
studies ot trustration and aggression
L. Berkwwits
28, Rioting, insurrection and civil disobedience
R.W, Conant

T TR 7 S

2, Brezeainegki
32, What tne revoluticn s ait avoutr, of we are a1l Victcong and wr
are evarywhere
J. Kubin

2G. From The pnlitics of confrontation " g
I. Howe ;

30. Gheraqo as a technigue for social intervention ;'3
N.A. De %

31. Revolution and counterrevolution (but not necessarily about Co- ]
lumblal) 3

:3
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35, Bang: An anarchis
W. Goring

34, Power, Alinsky, a
G. L., Peahod
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1 approach to soclal int

nd other thoughts
Yy

ervention

Part Six  NONVIOLENCE ANC DIRECT ACTION AS STRAVLGILS OF SOUIAL INTLR-

) VENTION
- 35, Mechanisms cf cha
B} G, Sharp
30, Direct action tac
M. Opperhetl
37. Conflicts: Produc
M. Deutach

38, Freedom rides: A social movenent as an aspect of social change LT

V.M, Clda

nge In nonviolent action

tics
mer and G. Lakely
tive and aestructive

This pbook contains an Introductory chapter and six major sections. tach
section includes introductory commeits by the editors and seiected read-
ings focusing on a major strategy of social cliange.

CONTRISUTING AUTHORS

Adams, D.W,.
Argyris, C.
Atkins, S.
Backhard, R,
Bennis, W,G.
Berkowitz, L,
Blake, R.R.
Brezezinski, Z.
Buchanan, P.C.
Bunker, D.R.
Burke, W,W,
Calder, P H,
Caiishan, D.M,
Campbell, 4.P.
Conant, R.W,
De, N.R.

TOPICS

Action Research
Attitude Change

Deutsch, M,
Dunnetre, M.0.
Fairweather, G.W,
Fiedler, F.E,.
Goring, W.
Havens, A.E.
Hornstein, H.A.
Howe, 1.
Kepner, C.H,
Knowles, E.S.
Kuriloff, A.H.
Lake, D.G.
Lakay, G,
Maier, N.R.f.
Mann, F,

Miles, M.B.

Decision-Making
Feedback

Mouton, M.B, B
Olds, V.M,
Oppenhe . mer, M,
Peabody, G.L.
Rice, A.K,
Rubin, J.
Sayles, L.R.
Schaivo, R.S.
Schmidt, W.H.
Selltiz, C.
Sharp, G.
Sommer, R,
Steele, T.1.
Torbert, F.
Tregoe, B.B.

Resistance 1o Change
Socio-Technical Systems

tienavior Chunne

Change Processes
Conflict/Conflict Resolution
Confrontation Meeting

Data Collection

individual Change
Laboratory Apptowaci
Management
Managerial Grid
Participation

Structural Change

Survey Feedback

T-Group

Team Building/Development
Technological Change
value Change
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Housc, R.J. Management development s a game. Harvard Buginess hoview,
1963, 41 (4), 130-143,

The author suggests that many efforts at management development have
tailed to improve operationa! results because of (a) a lack of under-
standing regarding the nature of the needed changes, (b) unwillingness
of change on the part of superiors, and (¢) an environment that is re-
sistant to change.

"~ Measurement techniques are suggested as a way "...1o identify develop-
ment needs, to predict results, and to choose the proper methods."

TOPICS

Management Tralning/Development
Measurement '
Resistance to Change

i o s

v e g o, oo O, 1

[ R T



e = e
¥
-101- 3
¥
House, R.J. T-group education and leadership etfectivencess: A review of 1
the empiric literature and a critical evaluation. Personn:! 1
Psychology, 1967, 20 (1), 1-32, 4
5
A review of the T-group !literature I8 presentod. Special emphasis i5 E b
given to issues of (a) the effective use of groups, and (L) ethical i%
concerns Inherent in the T-group approach. E &
) - TOPICS 7
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Leadership
T-Group
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Jenks, S.R. An action=-resecarch approach to organlzalional change.
Jourial of Applicd Behavioral Setence, 1970, 6 (2), 131-148.

The development and usage of an orgaulzational Q-sori instrument is
described.

"The application of the tnetrwnent in on organizattional field sctting
15 caamined and evaiuated in terms of (a) the uecfulness oF tio
Tnatrument, (b) thie extent to whieh it 16 a meaningful paut of an

organizational change and development progect, and (c) the results
obtaitned.” e e - - -
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Kalz, D. & Kahn, K, Crganizationai change. In D, Kats & R, Kahn, The
soctal psychology of organizationa, New York: Wilay, l9ub, 390-4-1.

This chapter incluaes a useful conceptual tramework for undersiandin.:
approaches 1o organizational change as well as an excellent summary of
some of the most important studies in the area.

Scven approaches 1o organlzational change are suggesied fogether wit
exampies. The approaches include (3) Information, (1) individual
counseling and therapy, (¢) Influence of the peer group, (d) scnciiivity
training, (c) group therapy, (f) feedback, and (g) sysicmic charge.
Systemic change Is consldareu the most powerful approach Ly thesc
authors. '

TOPICS

Change Strotegy
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Feedback

Influence
Sensitivity Tralning
Systemic Change
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Relman, WU Procoss of oplnlon change. Puwblic Opincon Juarterly, 1,
f\f‘ ’E) r“=’7\
s by, Sr=70.

Three processes of opinfon change are ideniificd and clatorated. "Cone

pliancee can Le saild 1o occur when an individuai accepts influcnce trom
another person or from a group becausc he hopes 1o achicve a favorabla
reaction irom 1he ather." “Identifiecation can ba said 1o occur when
an individual adopts behavior derived from anothor person or a group
because this bohavior ts assoclated with a satisfying sclt=defining
relationship to this porson or group." "...Interualisation can be wa1¢
10 occur when an individual accepts influence because the induced
behavior i3 congrucnt with his value system.”

Coampat jeons are ade between the three procens:s Yocusting on anje-
codests gnd conseguenis associdted with 230h,
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Kolb, D.A. & Bovatzis, R.E, On the dynamics of the helping relationship.
Journal of Applied Behavioral Setencc, 1970, 6 (3), 267-289,

An attempt is made fo describe the type of individual who makes an
effective helper. "We defined an effective helper as one who, in ar
environment where giving help 1s seen ag appropriate (the T-Grownr),
attempts to help others while the others see this help as cignificant
and important to them,"

~"A comeeptual framework of helping relationships ig presented which

tneludes the nature of thz task, the helper, the receiver of hclp,
the enviromwment and psychological climate of the relationship, and
the information jeedback which occurs during the relationship.’

" The authors studled eight T-Groups of the "self-directed change' type.
Each participant had a change geal and the task of helping others
achieve their personal change goals.

All participants completed a semantic differential instrument and a
six-picture TAT. At the conclusion of each session, each group menber
-completed a form describing feedback given and received.

Statistically significant differences "...suggest that ineffective
helpers are differentiated trom effective helpers and nonhelpers
very high n Achievement and n Power scores and very low n Affiiitation
scores. In This experiment none of the thiee motives significantiy
differentiates effective helpers from nonhelpers.,"

TOPICS

vhange-Agent
Feedvack

Helper

Self-Change

Semantic Differential
1-Group

TAT

Trainer
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Kolb, D.A,, Winfer, S.K., & Berlow, D.L., Scli-directed change: Two
studics. Jowrnal o) Applied Behavioral Scicnce, 1908, 4 (4), 453-47],

.

Graduate students participated in four T-groups run on a self-dircectoed
change model. The groups parii-ipated in three different experimental
conditions which varied in (a) 1%e period (but not total time) of the
group activities, (b) the presence or absence of feedback, and (¢)
sensitization to the issuc of ccmmitment,

4kt S et b e

Based on self-reports and trainers' ratings it was determined that (a)

" M"...The highly committed subjects...feit as though they changed morc
(and) also shtowed more observable c¢hanges in behavior than did iow-
commitment subjects." (%) "T=Group feedback relcvant to an individual's
change project facilitates self-perceived change," (¢) "while degree of
change is not related to the smount of feedback in the first half of
the T-Group, it appears to be positively related to the amouni of
fecedback given in the second half of ihe T-Group...."

TOPICS

Commitment
Feedback
Self=Chan
T-Group
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Kuritoff, A.H. & Atkins, S. T-group for a work team, Journai of Appliecd
Behavioral Scionce, 1966, 2 (1), 63-94.

A case history is presented documenting th - » of T-Group training o
small manufacturing company. A day-by-da wnt is provided with
excerpts from each of the five days.

Findings "...suggest that cffective results in a T-Group for a work

team may be attained by (1) a vrior level of trust in the boss, (2)
presence of the boss in all T-Group geseions, (&) intensive and con-
secutive sesstons followed by immediate application of learning on-
the-Job, (4) enphasis on improving individuals' inter-personal compeicnee
i primarily for tho sake of the business, (§) confronting of each person
“as seen by others, and self-disclosure of personal feclings between
people. "

TOPICS

Confrontation
Interpersons Competence
Self-Disclosure

T-Group

Team Bui lding/Development
Transfer of Training
Trust
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Lakin, M, & Carson, R.C, Participant perception of group process in
group sensitivity training. International Journal of Growp Isycho-
therapy, 1904, 14, 116-122,

- "This study was unde! taken with the aim of estabilshing whether from the
participant's frame of reference, a standard recurring developmental se-
quence was experienced in sensitivity training groups over the 1otal
training axperience." )

"Our findings do not support a notion of group deveiopment which is
“standarc experience. Instead, our data fead fo the conclusion that
“group experience may be no less unique than is individual experience.™

TOPICS

Group Development
Group Processes
Sensitivity Training
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Lawrence, P.R. How to deal with resistance tc change. Harvard Business
Review, 1909, 47 (1), 4-12, 160,

This is a reprint of an earlier article with added comments by the au-
thor.

Change, accerding 1o Lawrence, has both technical and social aspects,
"The technical aspect of the change is the making of a nmeasurable modi-
fication in the physical routines of the job. The soetal aspecl of the
change refers to the way those affected by it think it wili alter their
established refationships in the organization."

This author argues that it is the social aspect that affects resistance

to change more than the technical aspect. Two studies are citea as sup-

port for this idea,

TOPICS

Resistance to Change
Social Change
Technological Change
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Lawrence, P,R. & Lorsch, J.Ww,
Viley Trwin, 1907,

<1 o it 4 Ml

Organtiagtion and crvironwicnt. Homewood,

CONTENTS

l. Backgrounu and approaches to tho study
2. Organisations in a diverse and dynamic environment
3. Resolving interdepartmental conflict

4, Cnvironmental demands and organizational states

5, Additional perspectives on resolving interdepartmental conflict
6
7
8
9

' T i s o “ i .
bk il b s Sl i il b, isasiinsestibos e

. High-performing organizations in three environments
. Traditionat orgnaizational theories

. Towurd a contingency theory of organization

. Implications for practical aftairs

The authors report a study of ten industrial organizations in threc cn-
vironments, Comparisons are made between more and less effective or-
ganizations wiih reaard to the dimenslons of "integration™ and "differ-
entiation."

Integration is defined as "...the quality of the state of collaboration
that cxists among departments that are required to achieve wniiy of ef-
fort by the demaide of the environment,! Differentiation is defined in
terms of "..,the difference in cognitive and emotional orientation a-
mong managers in Jdifferent funcional departments.”

These two concepts provide a basis for the development of a contingency
theory of organization. Basically, the theory proposes taht successtul
organizations in a relatively stable environment will not be highly dif-
ferentiated and wil! not include elaborate intesrating mechanisms. Suc-
cessful organizations in rapidly changing environments, on the other
hand, will be highly differentiated and, thus require elaborate inte-
grating mechanisms.

A central emphasis is given to the role of contiict resolution in or-
ganizations., "Our analysis...identified three distinct modes of ac-
tuaily handling conftict in these six orgnaizations: Confrontation, or

S Ry B e st P ), ]
provlem-sociving; smocthing—over difforences; and jorzing decisions.”

TOPICS

Colilaboration
Conflict/Conflict Resolution
Confrontation
Differentiation

Environment

Integration

Intergrou; Process
Organization Cffectiveness
Problem-Solving
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Lawrence, P.R. & Lorsch, J.W, Devcloping organizavions: Diagnosis and
action. Reading, Mass,: Addison-Wesley, 1909,

CUNTENTS

. Introduction

. Concepts for developing organizations

. Organization-environment interface

. The group-to-group interface

. The individual-and-organization interface
o. Conclusions

LE R S

Using concepts from systems analysis, three interfaces are explored with
reference 1to organizational development activities. "...The criteria we
use for determining whether a particular change will lead to the devel-
opment of tThe organization at any one or all of these interfaces is

-whether the change will lead to either a better fit between the organi-

zation and the demands of its environment and/or to a better it be-
tween the organization and the needs of individual contributors."

As was the case in a previous volume (Lawrence & Lorsch, 1969), the man-
ner by which organizational members deal with conflict is emphasized as
a crucial aspect of organizational effectiveness.

A model is presented that suggests the reiative proportion of cognitive
To emotional aspects ot a change method decreases as the change target
changes from one of modest to fundamental behavior change.

TOPICS

Behavior Change

Change Processes

Change Strategy

Cognitive Change
Conflict/Conflict Resolution
Emotional Change

Environment

Individual -Organization interface
Organization-Environment Interface
Systems Analysis
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proaches to change.

~chological security.
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Leaviti, H.J. Applied organizational change in industry. In J.5. March

(ed.), Handbook of organizations, Chicago: Rand-McNally, 1965, 1144~

1170,

The PE approaches are further described with reference to (a) goals, (b) -

-communication, (c) group pressure, group cchesiveness, conformity, and
(d) derision-making.

TOPICS

Change Goals
Change Strategy
Cohesion
Communications
Conformity
Consensus
Creativity
Decision-Making
Flexibility

Group Processes
Manipulation
Power-fqualization
Scanlon Flan

Sel f-Change
Structural Change
T-Group
Technological Change

Distinctions are made between structural, technological, and people ap-
The people approach is further dividued Into the
"manipulative" and "power-equalization" (PE) approaches. The latter is
emphasized in this chapter.
ple first, these power-equalization approaches also place major emphasis
on other aspects cf the human phenomena of organizations. They are, for
example, centrally concerned with affect; with morale, sensitivity, psy-
Secondly, they value evolutionary, internally gen-
erated change in individuals, groups, and organizations over externally
planned or implemented change. Thirdly, they place much value on human
growth and fulfilliment as well as upon task accomplishment; and they
often have streitched the degree of causal connection between the two.
Finally..,the power-equalization approaches.,.shared a normative telief
that power in organizations should be more equally distrituted than in
most existent 'authoritarian' hierarchies.,"

"Besides the belief that one changes peo-

Power-equalization practice: are seen as most applicable where creativity

and flexibllity are reeded rather than in more highiy programmed task
areas.,
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Lewin, K. Fronfiers in group dynamics: Concept, method and reality in
social equilibria and social change. Human Relations, 1947, 1, 5-41.
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The force field approach to the analysis is presented. Lewin sugygcsts
that to effect change, one can increase forces toward change or de-

"

oy

crease the forces against change. {in any change effort, the whale
force field must be cons'dered.

= - = ~~""The group as a force for and against individual change is examined. "As
long as group values are unchanged the individual will resist changes

more strongly the farther he is to depart from group standards. |If tfne
group standard itself is changed, the resistance which is due 1o the re-
lation between individual and group standard is eliminated,”

Three stages of successful change are described. These are "unfreezing"
the group from Its present level, "moving" to a new level, and "freezing"
group life et the new level.

e i s

<7 il
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Change Phases

Change Preccesses
Force Fleld

Freezing

Group Processes
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Likert, R. New patterns of management. New York: McGraw-Hill, lYol.

CONTENTS

Introduction
Leadership and organizational performance
Group processes and organizational performance
. Communication, Influence, and organizaticnal performance
. The effect of measurements on management practices
Some general ftrends
. Effective supervision: An adaptive relative process
. An Integrating princlple and an overview
9. Some empirical tesis of the newer theory
10. Voluntary organizations
"71l. The nature of highly effective groups
12, The inieraction-influence system
i3. The function of measurements
l4, A comparative view of organizations
{5. Looking to the future

PN AW —~
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lLikert presents a theory of organization focusing on effective manage-
ment practices. The theory is based upon an integration of social
sclence research conducted primarily at the Institute for Social

Research, Ann Arbor, Michlgan.

At the core of the organization suggested as being most cffective is

a system of reciprocal infiuence between organizational tevels. Likert
states with respect to the development of such systems that "...there
is not a large body of systematic knowledge nore are there well-de-
veloped procedures for dealing with the problem ot building the kind
of effective Interaction-Influence system calted for by the newer
theory."

The importance of obtaining accurate measurements of critical variables
is a central theme. Organizatlonal improvement is partially viewed as
the result of feeding back Information regarding successes and failures
through short feedback cycles.

TOPICS

Communications
Conflict/Conflict Resolution
Decision-Making

Feedback

Group Processes

Human Resources

Influence
Interaction-Infiuance System
Interpersonas Skill
Leadershi;

Management

Measurement

Performance
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Likert, R. The lwnar organization. Now York: McGraw-Hill, 1907,

CONTENTS

. New foundations for the art of management B
A look at management systems !
. Productivity and labor relations under different managemeni o3
systems

The interdependent, Interacting character of effective organiza-
Tiens

. Tine: A hkey variable in evaluatlng management systems

Improving gencral management by botter fiscal management

The need for a systems approach

Measurement

Human Asset Accounting

Achiceving effective coordination in a highly functionalized
company and elsewhore

I1. The next step.
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Likert expands and elaborates the theory of organization prescented in

an carlicr work (Likert, 1961), Emphasized in this work are various

management sysicems, especially "System 4." Ailso emphasized is the , ;
importance of human resources in organizailions, : . : T

TOPICS

Causal Variables
Cemmunication
Decision-Making

End-Result Variables
Feedback

Group Procosses

Human Asset Accounting
Influence
Interaction-Influaence System
Intervening Variobles ;
Leadership .
Management PR
Measurement

Productivity
Scanlon Plan
System Approach
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Lippitt, G.L. & Schmidt, W.H. Crises In a developing organization. Har-
vanrd Businees Review, 1967, 45 (6), 102-112,

Six critical stages in the Iife of organizations are proposed: (a) cre-
ation, (b) survival, (c) stabllity, (d) pride and reputation, (e) unigque-
ness and adaptebility, and (f) contribution. Accorcing to these authors,

it is durlng the fifth stage that organlizational devolopment efforts take
place, '
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Change Processes
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Lippitt, R., Watson, J., & Westley, B. The dynamice of planicd change.
New York: Harcouri, Brace, & World, 1958,

CONTENTS
I, Qur oricntation to the phenomena of plenned change
2. Diagnostic orientatlons toward problems of internal relaiionships
3. Diagrostic orientations toward problems of external relationships
4. Motivation of the client system
5. Various aspacts of the change agent's role B
6. The phases of planned change L
7. Initiating plenned change =
8. Working toward change =

9. The transfer and stabilization of change
10. Some unfinished business
I{. The scientific and professional training of change agents

The authors draw heavily from the therapeutic model in formulating their
conceptions ot planned change, The role of the change agent and the rel-
evant forces that support and resist change are extensiveiy emphasized.

TOPICS ’ ' 3

Change Forces

Change Phases

Change Processes
Diagnosis/Cvaluation
3 Motivation

Planned CHange
Resistance to Change
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Lubin, B. & Zuckerman, M, Level of emotional arousal in {aboratory 1rain-
ing. Journal of Applied Iahavioral Scicnec, 190%, o (4), 485-4.0,

The relative level of stress created in T-Groups was evaluated 1hitough a
study including the participants of four one-wasek groups and parfici-
pants of a study on perceptual l[solation,

An adjective checklis!t was dovelioped and used to delermine anxiely, de-
praession, and hostility. Slince members of the T-Groups were found to
be different frcem those of the perceptual isclation study, analysis of
covariance proceduras wera used,

The level of stress was found to be less in the members of the T-Croups
(none of the participants reached a level considered 10 represent un-
usual ly high stress) than In those participating in tho parceptual
isoiation study (35f reached the laevel of high stress).

T0PICS

Laberatory Training
Stress o2
T=Group 23
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J. Group processes, Falo Pito, Ca.if.: National Press Books, 1970,

CONTENTS

. Group processes: An introduction to group dynamics

Elements of laboratory metheods for stidying group processes

. The Johari Window: A graphic mode' of awareness in interpersonal

relations
Basic lssues in group processes
Imteractlion ratterns and metacommunication

. Group processes and organizational behavior
. Group proces~es and clinicai psycholcgy

The teacher and group processes

. Current trends

This short voiume presents a brief review of many aspects of group
processes. The author draws from the work of a variety of persons but

places major emphasis on the laboratory approach to studying group
dynamics.

- TOPICS

Group Development

Group Processes

Johari Window

Latoratory Approach
Leadership

s Metacommunication Theory
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McGregor, D, The human side of enterprise. New York: McGraw-Hiil, 1960.

CONTENTS

Part One  THE THEORETICAL ASSUMPTIONS OF MANAGEMENT

. Management and scientific knowledge

Methods of influence and control

. Theory X: The traditional view of direction and control

. Theory Y: The integration of indlividual and organizational goals

Part Two  THLORY Y IN PRACTICE

Management by integraticn and sel f-control
A critique of performance appraisal

. Administering salaries and promotions

The Scanlen Plan

. Participation in perspective

lO The managerial climate

I}, Staff-line relationships

12. Improving staff-line collaboration

Part Three  THE DEVZLOPMENT OF MANAGERIAL TALENT
13. An analysis of leadership
14, Management development programs
15, Acquiring managerial skills in the classroom
16, The managerial team

2NN —
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The major emphasis in this book is on managerial strategies, esprcially
the assumptions and consequences related to two distinct strategies-~
Theory X and Theory Y. It is the latter of these that is, according

To McGregor, associated with effective managerial behavior.

Additional topics include (a) some genera! notions regarding learning,
especially learning through T-groups, and (b) characteristics of ef~-
ficient and inefficient groups.

TOPICS

Goats (Individual/Organizational)
Group Processes

Leadership

Learning

Management

Participation

Scanton Plan

T-Group

Theory X

Theory Y
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Mann, F.C. 3tudying and creating change: A means to understanding social
organization. Research on industrial human relations, industrial Re-
lations Research Asscc., Publlcation Ne. 17, 1957,

- A description is provided of the survey feedback process developed at
the institute for Social Research, The University of Michigan.

Classrocm leaining is compared to the feedback process on the following
dimensions: (a) objectives, (b) setting, (c) informational conternt, (d)
method, (e) who are the trainees, (f) training unit, (g) who is the
change agent, (h) how the pace is set, (i) length of the process, (])
amount of tension, (k) assumptions about attitudes, (1) measurement of
effectiveness,

TOPICS

Attitude
Change-Agent
Learning

Survey Feadback
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E Mann, F.C. & Neff, F.W. Mamaging major chege in organizationg. Ann Ar-
! bor, Mich.: Foundation for Research on Human Behavior, (961,

CONTENTS
Preparing an organization for change: Case |
. Establishing behavioral objectives of change: Case ||
Maintaining change momentum: Case [!|
Completing and stabllizling changes: Case |V
Conference Insights
A new role: The change catalyst
A new technique of invoivement: The controlled explosion
6. Toward an understanding of the management of change

U W N —

The authors present a series of case studies tugether with several gen-
eralizations about major change efforts. The generatizations include
comments regarding (a) the extensiveness of the change effort, (b) the
effects of self-concept, (¢) feudback, (¢) the effects of group sup-
port, (e) the "change catalyst" role, and (f) involvement in problem-
sclving as a motivator for change.

TOPICS

Change Catalyst
Change Goals
Change Processes
Feedback

P Group Processes
- Invotvement
Motivation
Problem-Soiving
Se| f-Concept




Margulies, N, Orgarizational culture and psychological growih, Jowrmal
o] Applied Behavioral Seience. 1969, 5 (4), 491-508.

"The study reported here eaplores the degree in whiach 'sooicteeknical
systems architecture ! influonces individual psychological growth. Its
major hypothesis ic that a specifie organizational culture, defincd 1n
terms of a specific set of values, attitudes, and behavioral norms, can
contribute to the degree in which persons can actualize themselvcs."

An experiment with four departments at Non-Linsar Systems is reported

in which two departments took part in changes consisting of (a) "...
eliminating the routine, standardized assembly line and crealing small
cohesive workgroups as the basis for organization" and (b) changing at-
titudes in the direction of Theory Y, The remaining groups continued to
function in the more typical assembly iine manner,

A variety of data collection methods (interviews, observations, special
surveys, generally used surveys) were used to tap (a) work values, (b)
attitudes, (¢) behavioral norms, and (d) psychological growth,

The data indicated the foliowing: (a) "...there does seem to he a pos-
itive relationship between value-orientations and self-actualization,
The more intrinsic the vaiue-orientation, the more psychological growth,
For the department, the more the environment can encourage intrinsic
satisfacticon, the more likely can thatl environment facilitate psycholo-
gical growth." (b) "..,.Higher self-actualizing groups o exhibit more
awareness of the interconnectedness between task achievement and soclal
need satisfaction."” (c) "The behavior of the more self-actualizing
groups is less determined by formal structure, formal role prescrip-
tions, or by Formal Authority.,..the behavior of SA individuals is de-
termined more by internalized values than by Formal Authority or Group
ideotogy."

The authors suggest that ".,.overspecialization need not be an inevi-
Table consequence of mass production,"

TOPICS

Attitude

Environment

Group Processes
Individual Growth

Mass Production

Norms
Overspecialization
Self-Actualization
Socio-Technical Systems
Values
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Margulies, N. & Raia, A.P. Orgenisational development: Values, procceses,

and technology. New York: McGraw-H!1t, 1972,

CONTENTS

Part One  INTRODUCTION
1. Organizaticnal development in perspective

Fart Two  THE COMPONENTS OF ORGANIZAT|{ONAL DEVELOPMENT
2, Key elements in orgnaizaticnal development

" Part Three  THE PROCESS AND TECHNOLOGY OF ORGANIZATIONAL DEVELOPMENT

3. The collection of data
4. The diagnostic phase
5. Intervening in the system

Part Four  EMERGING |SSUES IN ORGANIZATIONAL DEVELOPMENT
6. Problems and challenges in organizational development

Part Five  CASE STUDIES IN ORGANIZATIQONAL DEVELOPMENT
7. The practice of organizational develiopment

This book is divided info five major parts and several sub-sections,

Each section includes the editors' comnents and selected readings re-

printed from other sources.

CONTRIBUTING AUTHORS

Albanese, R, French, W, Mouton, J.S,
Argyris, C. Golembiewski, R.T,. Mullen, D.P,
Barnes, L.B. Goode, W.J, Myers, M,S.
Beckhard, R. Greiner, L.E. Pondy, L.R.
Benne, K.D. Hatt, P.K. Seiler, J.A.
Bennis, W.G. House, R.J. Selltiz, C.
Blake, R.R. Jahoda, M, Sheats, P.
Blansfield, M,G, Jacques, E. Shepard, H.A.
Biumberg, A, Kahn, R. Sloma, R.L.
Rradford, L P, Lawrcnce, I, Tannenbaum, R,
Cannell, C.F. Lewin, K, This, L.E.
Cook, S.W. Lippitt, G.L. Turner, A.N,
Davis, L.E. Lippitt, R. Watson, J.
Davis, S.A. Loftin, B.P. Westley, B.
Deutsch, M, Lorsch, J.W, Wilson, J.E.
Ferguson, C.K, Morton, K.B,
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Change Phases

Change Processes

Change Technoiogy
Conflict/Conflict Resclution
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Diagnosis/Evaluation
Intergroup Processes
Intervention o
Labcratory Approach
Managerial Grid
Motivation

Resistance to Change
Sensitivity Tralning
T-Group

Team Buildling/Development
Values
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Marrow, A.J., Managerial revolution In the state department. Personnel, . :

1966, 4¢3 (6), 8-18,
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A description is presented of an organlzatlicnal deveiopment effort that
brought together many outside resources to facilitate efforts in the

following areas: (a) management by objectives, (b) laboratory tralning,
(c) team bulilding, and (d) problem=solving. ‘ , o

© TOPICS -
Change Strategy - &
~__Laboratory Training L -
*  Managemant by Objectives ' : 3
Problem=Solving :
Team Bul Iding/Development 1
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Marrow, A,J., Bowers, D.G., & Seashore, S.E. Management by participation.
New York: Harpetr & kow, 1967.

CONTENTS

Part One  Thic WELDON COMPANY, |942
- |. Harwood buys Weldon
2. The Weldon plant and organization
3. The Harwood organization
4, Weldon vs., Amalgamated Clothing Workers
5. Weldon and Harwood compared

“Part Twc  THL CHANGE PROGRAM AND THE CHANGE AGENTS
6, Planning the changes
7. The technical change program
8, Operator training
9, Building coopcration and trust
l0, Work relations on the shop floor
tl. Managers and supervisors in a changing environment

Part Three THE OUTCOML: WELDON, 1964
12. Organizational performance 3
13. Operator performance i
14, Employee attitudes. moTivations,
15, The new organizational system
lo. !mplications for managing organizationa! change

17. The human organization

and satisfactions

in

This book reports one of very few experiments in the organizationa!
change area. The change effort invoived the resources of managers, en-
gineers, and behavioral scientists, The chapters of this volume report
the effort and itc cutcomes from several points of view,

Assessments of the affects of various aspects of the effort were conduc-
ted by persons not directly involved in inplementing the changes, Var-
ious portions of the total gains atiributed o the effert were deter~
mined to be related 1o specific changas, "...The earnings development
program with individual operatcrs was the most potent of the steps
undertaken, contributing perhaps Il percentage points of the total gain
of 30 points, Next in order of influence were the weeding out of low
earners,,.and the provision of training for zupervisors and staff in
interpersonal relations, each contributing about 5 percentage points to
the total gain, The group consultation and problem rescolution program
with operators appears to have confributed about 3 percentage points,
The balance of 6 percentage points can be viewed as arising from mis-
cel laneous sources or from the combination ot the several program ele-
ments."

(See also Seashore & Bowers, (970, for a follow-up report.)
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CONTRIBUTINy_AUTHORS

Bowers, D.G.
Brooks, C.
David, G.
Kornbiuh, H.
Marrow, A.J.

. Nelson, J.R, : ST TR
_____  Pearse, R,F. e
Roberts, E.E,
Seashore, S.E. B

Smith, J.F.
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Marrow, A.J., & French, J.R.P., Jr. Changing a stereotype in industry, :

Journal of Social Issues, 1945, 1 (3), 33-37,

The authors report a study in which an attempt was made to change atti-~
tudes toward older female workers through participation of management
in research and supervisors In group discussion and decision.

"~ The authors conclude from the study that "...through a process of guided
. expsriences which are cqually hls own, a person may be reoriented so that
he gradualiy takes on withln himse!f the attitudes which he would not

accept from others." o
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Maslow, A.H. Eupseychian management: A Jowrnal. Homewood, I11l.: lrwin-
Dorsey, 1965.

?
i
i
3

b b

This volume [s a journal of ldeas recorded by Maslow, based on his ex-
periences during a period of time spent at Non-Linear Systems in Cali-
fornia. Hs touches on a great variety of toplcs related to the central
theme of good psychological management. . ' o
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Mites, M.8. Changes auring and following laboratory training: A ctinical
experimental study, Jowrnal of dpplied Behaviora: Seience, 19th,
(3), 215-242,

The experimental subjects in ihis study were 34 clementary school princgi-
pals who participated in 1wo-week NTL laboratories. Controls (148) con-
sisted of a group of randomiy chosen efementary school principals and
another group selected through peer nominations,

A series of instruments were administered 1o all participants (a) betore
the laboratories, (b} three months after the laboratories, and (¢) cight
months after the l|aboratories, Measures were also taken du ng the lab-
oratories to determine (a) soensitivity, (b) diagnostic ability, and (c)
action skills,

"Substantively, we have found valid experimental-control differences as
a results of a human relations training experience; the gains by parti-
¢cipants were primarily predicted by variables connected with actual par-
ticipation in the treatment--unfreezing, active involvement, and re-
ception of feodback. The personality variables studied--ego strengih,
flexibility, and need aftiliation--gid not affect laboratory outcomes
directly, but did seem to influence behavior durin- training. [inally,
the organizational variables studied--personal security, autonomy and
power, and organizational problem-solving adequacy--had less imp3ct on
the participants' stance at the beginning of training than expecied,
but dig sppear *o affect their subsequent use of fearnings on the job."

ot
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Miles, M.8., Calder, P.t,, Hornstein, H.A., Callahun, DM, & Schiavn,
R.5. Data teedback and organizationat change in o school sysiom,
fn R.T. Golembiewski & A, Blumberg (eds.), Sensitivity traiuing
and the laboratory approach, Itasca, I11.: 1.0, Poacock, 1970,
352-301,

This articie provides a good description of the use of dale feedback
In an organlzational change progrem.

"Survey feedback Is a process In whlch outside siatf and membors of
the organizatlon collaboratively gather, analyze and interpred data T
that deal with various aspects of the organization's tunctioning and its '
members' work lives, and using the data as a base, begin 1o correctively :
~alter the organizational structure and the members' work rolationships.” T

The various components (presentation of dats, meetings, analysis of
process) of survey feedbach are described as are the possible effecis.
It is noted that the data may cause any one or combination of The
following to occur: (a) confirmation of previously heltd feelings,

(b) contradiction of belietfs, and/or (¢) encouragement of an inguiry

§ tocusing on why peoplie responded as they did 1o the survey.
TOPICS
Diagnosis/Evaluation )
Feedback
- Group Processes
: | Survey Feedtack
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Morse, N. & Reimer, t. The experimental change of a major organizalional
variable. Journal of Abnormal «nmd Social Psychology, 19%, &
120~124. )

This artlicle describes a field experiment in which an attempl wis malje
To change satistfaction and productivity »y changing the level of decision-

making processes in a clerical organizar on.

_ As expecied, individual satisfaction was increased wi‘h a lowering of

the decision~-making process and was decreased when local decision-
making was decreased. Contrary to expectation, it was found 1hat costs
decreased more in the program which raised the level of decislon-

“making than n those areas where the decislon-making process was lowercd.
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Morton, R.B. & Bass, B.M. The organizational training laboratory.
Training Direotors Journal, '964, 18 (10), 2-18.

The authors describe a technlique used (a) "...to provide trainces with
the concepts and methods for learning through group process' and (b)
"...to heip bulld a climate that supports learning.”

LEMMM mxm.kk..ux.-ﬂu,a‘,ih;.‘.u,

The Organizatlional Training Laboratory Is composed of intact work groups
and includes a week of training about intragroun and intergroup

processes and three days devoted to the appllication of these learnings e
1o actual organizational problems. )

ik

A study based on self-reports indicated that participants showad ] "
favorable attltudes toward the technique. Ninety-seven participants S
reported 353 critical incldents showing "...improved working relations
(28%), personaf improvemeni (35%), conflict reduction (6%), difficulties
in applying Lthe] tralning (17%) and unfavorable comments (1%)."
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Wb Ll en s,

NTL Institute tor Applied Behavioral Science, What is OU? in R.T,
Golembiewski & A. Blumberg (eds.), Sensitivity training and the
laboratory approach. {tasca, tll.: F.E. Peacock, 1970, 342-340,

"Using knowledge and techniques from the behavioral sciences, organiza-
" tion development attempts fo integrate individual needs for grow'h

and development with organizaticnal goals and objectives in order 1o
make a more effective organization."

Descriptions are presented of (a) "...the behavioral science findings
and hypotheses underlying the theory and method of OD..." (b) 1he
objectives ot 0D, and (c) +he technology associated with CD.
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HIL Institute for Applied Behavloral Sclience. Waht to observe in a T-
Group. In R.T. Golembiewski & A. Blumberg (eds.), Sengitivity

training and the laboratory approach., ltasca, 1l1.: F.E, Peacock,
1970, 86-9Q.

Various types and levels of interactions deemed significant in T-Groups
are bri.fly summarized. Included are issues of (a) content and process,
{b) communications, (c) decision-making procedures, (d) task, maintenance
and s: I f-oriented behavior, and (e) emctional issues.
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Neff, F. Survey research: A tool for problem diagnosis and improvement
in organizatlons. tn S, Miller & A, Gouldner (eds.), 4pplied
goctology, New York: Free Press, 1965, 23-38.

Ideas are presented regarding the use of survey feedback in organiza-
Tional improvement efforts, Neff has based this work on the experiences
of Floyd Mann and other researchers from the instltute for Social
“Research, the University of Michlgan.

Emphasis is given To the deslred invelvement of organizational members
~as well as researchers Iin the survey feedback process. According to
+this author, it is important that organizational members have o
good understanding of the questions In the instrument and that they
are active In maklng the diagnosts.
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Odiorne, G.S. Management by objectives. New York: Pitman, 1905,

CONTENTS.

. The new look in management

h flight from capitalism?

The decline of risk bearing

The system of management by objectives

installing the system

. Measuring organifzation performance

. Seiting routine and emergency qgoals

Setting creative goals

. Setting personal development goals

. How much subordinate participation in goal-setting?
Relating salary administration to Management by Objectives

. The problem of the annual performance review

. Assessing potential

N — OO dO T & LR —

After pointing out the future needs for management, Odlorne describes
the system of Management by Objectives. 'Management by objectives
provides for the maintenance and orderly growth of the organization by
means of statements of what is expected for everyone involved, and
measurement of what is actuaily achieved.,"

The system is envisioned as an aid toward overcoming the following
problems: (a) measuring the true contribution of managerial and
professional personnel, (b) defining common goals, and (c) defining
areas of responsibility, In addition, Management by Objectives is
designed to (a) eliminate the need for people to change their per-

sonalities, and (b) provide a means of determining each manager's
span of control.
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Odiorne, G.S. The trouble with sensitivity training. in R.T. Colemtiewski
4 A. Blumberg (eds.), Semsttivity training and the laboratory avproack.
Itasca, I1l,: F.E. Peacock, 197C, 273-287.

Odicorne presents a negative evaluation of sensitivity training as a
useful training technique. More specifically, he attacks what he views
as 3 failure to define desired terminal behaviors, He adds that, e
since these behaviors are not clear, it Is impossible to establish the
logical steps essential to good training or to evaluate the success of
such training. o B
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Oshry, B. & Harrison, R. Transfer from here-and-now to therc-and-then:
Changes In organizational problem dlagnosis stemming from T-group

training. Journal of Applied Bshavioral Science, 1966, 2 (2), 185~198,

The study focuses on changes in the participants' abitities to diagnose

" interpersonal work prcblems in organizational settings.

Forty-six middle-level managers participated in two-week T-groups. Etach
participant completed the Probiem Analysis Questionnaire on the first

- and the second~to-last day of tralning.

The results Indicate that as the manager prepares 1o return home from
The training "{l1) His work world seems fo hlm o be more human and fess

-impersonal. (2) He sees clearer connections between how well inter-

personal needs are met and how well work gets done. (3) He sces himself
clearly as the most significant part of his work problems. (4) He sees
no clear connection betwesen his new perceptions and how he translates
these Into actlon."

The authors note that they have not determi red the affect tiat "seplng
things differently" has on organizational behavior.
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Paul, W.J., Robertson, K,B,, & Herzberg, F. Job enrichment pays off,
Harvard Business Review, 1969, 47 (2), 6178,

A summary is presented of five studies in lob enrichment. Using a

variety of criteria to fit the various participants, the authcrs con-
~clude 1hat jocb enrichment programs enhance Job performance (but not
_._hecessarily job satisfaction) in a varlety of settings, It is sug~

gested that satisfaction Is a result of performance and theretore
may change more slowly. '
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Peek, B. (ed.), 4An action research program for organtaaticonal improvc-
ment. Ann Arbor, Mich,: Foundation for Research on Human Behavior,
1960,

A description Is presented of work done at Esso Standard 01l Company.
Among the development techniques dlscussed are (a) off-site manage-

E ment conferences, (b) development groups, (c) data feedback, and (d)
1 : ~ taboratory tralning.

****** The elements of an Action Research Model are presen#ed as well a3 in-
formation regarding intergroup competition.

CONTRIBUTING AUTHORS

Blake, R.R.
[ Horwitz, M,
] Katzell, R.A
Kolb, H.D.
i Shepard, H.A.

“Action Research
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Pelz, D.C. Influence: A key to effective lecadership In the first-line
supervisor. Persconnel, 1952, 29 (3), 209-217.

The results of a study conducted at Detrolt Edison Company indicaic that
Influence Is a key varlable iIn determining the affect that loadarship
behaviars will have on subordlnates.

i P Wbk o i n

"...The supervisory behaviors of 'siding with employees' and 'social -
——closeness to employees' will tend to raise employee satisfactlon only 1f -

the supervisor has enough influence fo make these behaviors pay off in
~terms of actual benefits for empioyees."
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Psathas, G. & Hardert, R. Trainer intervention and normative patterns

in the T-group. Journal of Appited Behavioral Scicnee, 1966, 2 (2?),
149-169.

In a study of seven two-week T-groups the authors isolated several
categories of nrrmative dimansions into which tralner interventions

can be rellably classified. These categories Include (2a) anolyzing
group interaction or process, (b) feelings, (c) foedback, (d) acceptance
_concern, (e) participation, (f) goa! and task concern, (g) trainer mem-
bership--authority problems, (h) leadership behavior, (i) structure
concern, (J) behavior experimentation, and (k) decision-making. The
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C. Interpersonal relationships: Year 2000. Jonrnald of Appiicd

Rogers, .
Behavioral Scicnee, 1968, 4 (3), 269-280.

Rogers suggests that in the future industriecs wil! be devoting as much
attention to "the quality of interpersonal retationships and the gquality
of conmunications' as is now given to tochnology. 7This will (particularly
result from) the recognition that organlzatlonal growth and uevelopment
can be realized only thrcugh a facilltation of individual growih and

fulfiliment.

T0PICS

Communication
Individual Growih
Interpersonal Processes




e T

~-140~-

Rogers, C. Carl Hogers on encownter growpe. New York: Harper & Row, i9/0,

CONTENTS

. The origin and scope ot the trend toward "Groups"

. The process of the encounter group

. Ce | be a facilitative person in a group?

Cnange after encounter groups: in persons, in relationships, in
organlzations

5. The person in change: The process as experienced

6. The lonaly person--and his experiences in an encounter group

7. What we know from research
8,
9.
[

H WD) -

Areas of application
9, Bullding facilitaiive skills
. What of the future?

Rogers touches upon several aspects of encounter groups including (a)

theoretical bases, (b) reasons for their inureased acceoptance, (&) typi-
cal stages and processes, and (J) the use of This technique for the pur-
pose ot changing individual behavior and the functioning of institutions,

TOPICS.
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Rush, H.M.F. Behavioral science concepts and management application.
National Industrial Conference Board, Studies in Personnel PPolicy,
No, 216, 1969,

CONTENTS

I. Tle world of work and the behavioral sciences: A perspeciive and
an ovarview

2. Behavioral sclentists: Their theories and their work

3, Human behavior learning: Three approaches

4, Company experience: A survey and an analysls

"This report examines the interdisciplinary field that is concerned with
human tehavior in social settings. Specifically, it examines behavicral
science concepts as they evclve trom theory to laboratory experiments,
Yo developmental research, and finally to on-the-job appilcations in
managing human resources,

"A brief exposition of the characteristics of behavioral science, of the
current state of the art, and ¢f its relevance to modern business
organizations is followed by a capsule review of the theories and
contributions of five of the most influential behavioral scientists
[McGregor, Maslow, Herzberg, Argyris, Likeri] and a description of

three most prevalent techniques [sensitivity training, managerial grid,
Menninger Foundation seminars] in company applications.

An analysis of a broad survey of company interest in, and experience
with, vehavioral science provides a backdrop to more detaiied descrip-
tions of behavioral science applications in ten firms [American Airlines
Armstrong Cork Co., Corning Glass Works, Genecco, Inc., Hotel Cor-
poration of America, Raymond Corp., Steinberg's Ltd., Snytex Corp.,
Texas Instruments Incorp., The Systems Group of TRW, Inc.] of varying
sizes and industries.

"A selected bitliography of behavioral science theory and philosophy
completes the report,"

Excellent summaries are presented of the major ideas of the behavioral
scientists included in the report. The descriptions of the tfechngiucs
are also good but do not provide a complete picture of the techniques
currently available.
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CONTENTS

Part One  DIAGNOSIHS
1. Introduction
. Human processes in organizations: An overview
. Communicatlon processes
. Functlional roles of group members
Group problem~-solving and declsion-maklng
Group norms and group growth
. Leadership and authority
Intergroup processes

~Part Two  INTERVENTION
9. Establishing contact and definlng a relationship
10. Selecting a setting and a method of work
|1, Gathering data
12. Intervention
{3, Evaluation of results and disengagement
14. Process consultation in perspective

O~y AN
. .

The role of process consultation in organizational development efforts
is describec. The primary focus of this volume Is on group processes

and interactions betweaen the process consultant and 1he ciient group.
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Schein, E.H. Process consultation. Reading, Mass.: Addlison-Wesley, 1969.
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Schein, E,H. The mechanisms of change. In W.G, Bennis, K.D. Benne, &
R. Chin (eds.), The planning of change. New York: Holt, Rinehart,
& Winston, 1969, 98~107.

Schein presents a theoretical discusslon of change based on Lewin's model
which includes the stages of unfreezing, changing, and refreezing.
Mechanisms are suggested for Implementing each stage In the change

process. Unfreezing may come about through "...(a) Lack of confirmation
or disconfirmation, (b) Induction of gullt-anxiety, [and/or] (c)

Creation of psychological safety by reduction of threat or removal
of barriers." Changlng occurs through the mechanism of cognitive

~redefinition (either ldentification or Scanning). Refreezina occurs

through "...(a) Integrating new responses into personality, Ler] (b)
Integrating new responses Into slgniflcant ongoing relationships
through reconfirmation."

An analysis of two types of identification (defensive and positive) are
also presented. The analysis focuses on (a) conditions for the processes,
(b) psychological processes invoived, and (c) outcomes.
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Change Processes
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Schein, E.H. & Bennls, W.G. Pergonal and organizational change through
group metheds. New York: Wiley, 1965,

CONTENTS

Fart One WHAT 1S LABORATORY TRAINING?
. Introduction
2. What Is laboratory training: Description of a typical residential
laboratory
3, Overview of laberatory fraining

Part two  THE USES OF LABORATORY TRAINING

. Variations in laboratory training

The design of ors-week laboratories

Sensitivity fraining and being motivaticn

The uses of the laboratory method in a psychiatric hospital

A 9,9 approach for increasing organizational productivity

Sensitivity training and community development

. Principles and strategies in the use of laboratory training tor
improving social systems

Part Three RESEARCH ON LABORATORY TRAINING OUTCOMES
1. Research on laboratory training outcomes
12. Learning processes and outcomes in human relations training:
A clinical experimental study
i3. The effect of laboratory education upon individual behavior
Part Four A THEORY OF LEARNING THROUGH LABORATORY TRAINING
14, A general overview of our learning Theory
5. Organizationai forces that aid and hinder attitude change
16. The laboratory as a force toward learning
17. Some hypotheses about the relative learning impact of different
kinds of laboratories
i8. Our questions about latoratory training

SOV @mAaO W

Schein and Bennis have included both their own conceptualizations and
those of others concerned with laboratory training. Descriptions are

- - PR 1 -

provided of the assumptions, objectives, processes and outcomes of this
educational strategy.
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g - CONTRIBUTING AUTHCRS

Blake, R.
Bugental, J.F.T.
Bunker, D.R.
Hanson, P.G.
Harrison, .
‘Johnson, D.L,
‘Klein, D.C,
Lyte, F.A.

~ Miles, M.3,
Morton, R.B.
Mouton, J.S.

- - Moyer, R.
Oshry, B.
Rothaus, P.
Tannenbaum, R.
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Lehmicit, dohe (ed.) Organizational frontiers and iooman values, Belmont,
Calif.: Wadsworth, 1970.

CONTENTS

Part One AN OVERVIEW
' {. View at the frontier
2. The revolutionary 1970s
3. The new organizational frontiersman: The leader-ltearner

Part Two SUMMARY OF THE ORGANIZATIONAL FRONTIERS SEMINAR
4. Between cultures: The curreni crisis of transition
5. Living through the transition
6. Managing organizations In a time of crisis

Part Three SELECTED READINGS
7. Assessment and perspective
8. Is it always right to be right?
‘9. Urban North America: The challenge of the next thirty years
10. The unlversity as an organizational frontier
11. Student protest as a resource for corporate planning and develop-
ment
12. American management: Everbody's business
13. Values, man, and organizations
4. Primary target for change: The manager or the organizatinoni

Part Four  LOOKING FURTHER
15. Re~view at the frontier
16. Seventy probably major domestic, nonmilitary trends and evernts in
1980
17. Annotated bibliography
I8, Bibliography on organization development

The major focus of this book is the nature of organizaticns as they will

be in the future. The variety of organizations discussed includes
schocls, corporation, and socletles.

CONTRIBUTING AUTHORS

Brown, M.K, Lindsay, J.V.
Burke, W.W. Price, C.R.
Culbert, S.A. Steiner, G.A.
Davis, S.A. Tannenbaum, R,
Elden, J.M. Toulouse, J.
Goldstone, R. Trist, f.,L.
Willtams, H.M,
JOPICS
Behaviora: Science leadershin
Crisis Management
Future Organizations Protes+t
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Schutz, W.C. & Allen, V,L. The effects of a T-group laboratory on
interpersonal behavior. Jowrmal of Applied Behavioral Science, 1966,
2 (3), 265=-286.

Focusing on changes in Interpersonal relations, this study involved 7|
persons participating In two-week human relations training laboratories
and 30 university students as controls,

~_The FIRO-B instrument was administered (a) before the laboratory began,

(b) immediately after the laboratory had terminated, and (c) six months
later. In additlon, an open-ended questionnalre was used during the

' last data collection period.

Results from these instrumonts "...supported the hypcthesis that the
training faboratory changes people selectively, depending on their
initial personality, the overly dominant becoming less dominant, the
overly affectionate more discriminating, and s¢ on. The hypothesis was
also supported that change after a period of six months is In a positive
direction with respect to the participant's self-concepts and behavior
and feelings toward other people, as well as the behavior foward the
participant.”
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Seashore, S.E. & Bowers, D.G. The durabllity or organizationa! change.

American Psychologiat, 1970, 25 (3), 227-233,

A report is presented of a 1969 survey used to evaluate the long-term

effects of an eariler change effort (Marrow, Bowers, & Seashore, 1967),
- Lasting changes are reported.

Three possibie explanations are offered to account for the durability

(a) the treadth of the changes across domains (psy-
chological, organizational, technical), (b) "...legltimizatlon of con-

cern about organizational process, and (¢) Inherent. merlf of The > par-
_Yicipative organizational model." . = =7 "=
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Shepard, H.A, Changing interpersonal and intergroup relationships in
organizations, In J.G. March (ed.) Handbook of organiszations.
Chicago, V1!,: Rand McNally, 1965, 1115-1143,

Shepard describes the assumptions and dimensions of the concepts of
"primary'" and "secondary mentalities" and the relationship between
___these concepts and organizational effectiveness.

Several aspects of interpersonal and Intergroup relations are discussed
- wlith reterence to ways of improving them, Varicus forms of laboratory
.--Jraining are suggested as techniques for changing these relationships.
- "The most powerful educative experience presently known for inducing
rapid movement from Internalized primary assumptions to internalized
secondary assumptions Is the so-called laboratory method of training--
In particular the T-group.

"The main point of tnis chapter s that a more humanistic organization
theory than we have known in the past Is required, and that it is
realizable 1In practice," -
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Simmonds, G.R. Organization development: A key to future growth,
Pergonnel Adminiatration, 1967, 30 (1), 19-24.

A company preslident descrlbes experiences encountered when his organiza-
tion used the Managerial Grid and T-Groups in a development program.
A favorable picture is presented emphasizing the "latent men1al resources"

that are avallable but seldom used !n lndusTry

TOPIGS

Human Resources B ‘T"T"fj‘"?"}i? CemE LT TR ’i T T
" Managerlal Grid : -
T-Group




- Part Two  THEORETICAL ANALYSIS

o e R

e e T b bt~ s AN

-157- -

Sofer, C. The organization from within, London: Tavistock, 1961.

CONTENTS

Part One  THREE CASE STUDIES
I. An industrial setting: The Davidson Company
2. A medical setting: The Jamas division and research unit

3. An educational setting: The Helmsley deparitment of managemenf and
production engineering

4. Therapsutic and research components of the work
5, Regularities and principles in soclal consultancy
6. Processes of organizational change

The final chapter of this book concentrates on organizationat change,
Generalizations are drawn from experiences Irn three dlfforonT types of
organizations (industrial, medical, education),
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Starbuck, W.H, Orgaiizational growth and development, In J.G. March (ed,)
FKandbook of organisations, Chicago, {1l.: Rand McNally, 1965, 45]-
533.

Studies which emphasize organizational growth and development are ra-
viewed, "...Growth Is defined as change in an organization's size when
size is measured by the organization's membership or employment; develop-
—ment is deflned as change In an organization's age."

The major sections of this chapter explore four Issues: (a) motives for
growth, (b) adaptation and growth, (c) models of growth, and (d) admini-
“strative structure and growth.

Three types of change are distinguished: (a) ultimate goals, (b) task
structure, (c) social structure,

" TOPICS
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Steele, F.l. Consuitants and detectives. Jdowrnal of Applied Behavioral
Seience, 196% 5§ (2), 187-202,

14 e A M. S T AT AN S Y| S

Potential dangers irherent In the consultant role are described. These

dangers relate to satisfying attributes of the consultantfs role which

can Impede attainment of the major geoal of improving the capabiiities x

and functioning of the client system, These attributes include "I, The P
_1emporary nature of involvement In a system 2. The focus on gathering

evidence and trying to colve the puzzies which it represents 3. The

potentiai for 'dramatlics' 4. The potential action orientation and the 2
, excitement It contains 5. The itance of 'expert' in behavioral science
H . B 5. The stiumlation of working on several 'cases' at once."

apap v

T

Steel suggests that demands placed upon the consultant can help guard
against the potentially negatlve co.sequences of these attributes. These
demands are *'!. Promoting consclousness of self 2. Avoiding incorpora-
tion into the client system 3, Arranging for some collaborator or sound-
ing board with whom to check perceptionz, ideas, and feelings 4. Using
intuition as one means of generating ways to understand the situation E
5. Being wary of the tendency to lump people into the oversimplified R -
categories of 'good® and ‘'bad,'" :
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Stock, D. A Survey of research on T-groups. In L.P. Bradford, J.R. Gibb,

and K.D. Benne (eds.), T-growp theory and laboratory method. New
York: Wiley, 1964, 395-441i,

A review of pre-1964 T-group studies provide the basis for an explora-
tion of several Issues Including (8) the course of development in the

- T-group, (b) the effects of group composition, (c) the character of T-
.groups as described by members, (d) The role of the trainer, (e) Indi-
viduyal behavior in the T-group, (f) members' perceptions of one another,
and (g) the impact of the T-group on Individual learning and change.
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Tannenbaum, R. Organizational change has to come through individual
change. Innovation, 1971, 23, 36-43,

The importance of interpersonal competence (social sensitivity and be-
havioral flexibility) is emphasized as the basis for organizational
improvement. o
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: Change-Agent

= : -~ individual Change
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‘ward forms of organizatlon that recognlize individuality.
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Tannenbaum, R,, & Davils, S,A, Values, man, and organizations. In W.H.
Schmidt (ed.), Organigattional frontiers and hwmar valuee. Belmont,
Calif,: Wadsworth, 1970, 129-149,

This artitle describes a shift in values that the authors suggest is tak-
ing place in organizational settings. Generally, the shift is atiri-
buted fo a movement away from bureaucratic organizational forms and i.-
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Power

Process Work
Risk/Risk-Taking
Status
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Taylor, J,C, Techwlogy and planned orgunizational change. Ann Arbor,
Mich,: The Institute for Soclal Research, 197I.

CONTENTS
. The problem: Technology and social change

. The model and hypotheses
. Methodology
Results

Discussion of results

. Advanced technology and work group behavior in a setting of
planned social change: A replizatinr study '

7. Summary and conclusions

WM WN -

Taylor focuses on the level of technology as a critical variable in
efforts to gain approvai of changes toward more participaiive and re-
sponsible activities In organizations,

The studies involve an analysis in various companies exposed to a var-
ie.y of change activities, Surwey data was gathered at least twice in
each group stucied.

The data Indicate that ",.,sophtsticated technology...not only will fa-

termined by the technoliogy, but gophistiecated technology will aid in
registing change efforts which are in a direction opposed to that de-
termined by the technology,"
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Trist, E.L. On socio-technical systems. In W,G. Bennis, K.D. Benne, &

R. CHin (eds.), The planning of change. New York: Holt, Rinehart, &
Winston, 1969, 269-282.

Trist states that a shift has occured away from thinking of organizations
as closed sociil systems and toward a view based on open-systems think=-
ing, emphaslizing the fit between the social and technical systems.

One result of this newer approach Is a notion that group autonomy should

not be maximized in all productive settings. The authcr suggests that

there is an optimal level of autoncmy that is determined by the re-
quirements of the technological syst '
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Trist, E.L. & Bamforth, R. Some social and psychclogical consequences i'

of the long wall method of coel-getting, Human Relations, 1951, ¢ 3

(i), 3-38, ;

‘A case is reported in which increases in productivity of coal miners is ?E

; partially attributed to increases in group- relafedness following changes 5
: in mining technlques, E
1 © " TOPICS e
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Tuckman, B. Developmental sequence in small groups. Psychological Bulle-
tin, 1965, 63 (6), 384-399,

A review is presented covering 50 articles on groups in four settings:
(a) therapy groups, (b} T-groups, (c) natural groups, (d) laboratory

-groups.,

Developmental stages of groups are identified in both the social and task
—realms. ' ' '
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Valiquet, M.Il. Individual change ir a management development program.
Journal of Applied Behavioral Scilence, 1968, 4 (3), 313-325,

The study described focuses on the adaptation of behavioral changes to
organizational settings. The methodology follows that of Bunker (1965)
with the exception that family groups were used in this study and stran-
ger groups were used by 3unker,

=
l
Results indicate that Participants are seen by o -wwrkers as inereasing |
. _.gignificantly more than controls in effective wnitiation and assertive-
' ness, in eapacity for collaboration and operational skill in interpecr-
sonal relations, and in diagnostice awarveness of sclf and the ability to -
- fulfill perceived neceds.”

it is noteworthy that ".,.the greater number of significant changes ob-
served in this study occurred in the overt, operational categories ra-
ther than in the inferred, attitudinal categories, as was more the case
in Bunker's study."” The author attributes 1his difference to the nature

- of the groups (i.e., stranger vs., family groups), the program goals,
and the environment of change.
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wagner, A.B. The use of process analysis in business decision games,
} , Journal of Applied Behavioral Seience, 1965, 1 (4), 387-408, -

The article describes a study in which a four-day sensitivity training

laboratory was included as the second part of an executive development

conference. At the end of the training the parti.cipants played a busi-
‘ness game.

~ The game consisted of several segments, each concluding in participant
analysis of the process by which decisions were made.

The author identifies three stages of aroup development executed by par-
ticipants In decision-making processes: (a) regression, (b) overcompen-
sation, and (¢) realistic problem-solving.

It is sugyested that the use of gaming techniques may be a way to build
bridges to the back-home environment.

TorICs
Gaming
Group Processes
Laboratory Training
Overcompansation
Problem-Solving
Process Analysis E
Regression _ '
Sensitivity Training E
Trans fer of Training
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Walton, R,E. Interpersonal peacemaking: Confrontations and third party
interventions. Reading, Mass,: Addison-Wesley, 1969.

CONTENTS

{. Introduction

2. Bill--Lloyd: Negotiating a relationship

3., Mack=-Sy: Confronting a deeply felt conflict

4, Fred--Charles: Searching for an accomodation

5. Diagnostic mode!l of interpersonal conflict

6. Confrontations and strategic third-party functions
7. Third-party interventions and tactical choices

8, Third-party attributes

S. Summary and concluslons

In this volume Walton describes the role of a Third-party, who helps
members of an organization manage interpersonal conflict.

T N T

Three case studies provide the basis for a series of generalizations re-
garding frameworks, activities, and attributes of the third-party con-
sultant. :
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watson, G, Reslistance to change. In W.G. Bennis, K.D, Benne, & R. Chin
(eds.), The planning of change. New York: Holt, Rinehart & Winston,
{969, 488-~498.

Forces in perscnality and social systems provoking resistance to change
are cited. Resistance In personality results from the follcwing for-
ces: (a) homeostasis, (b) habit, (c) primacy, (d) selactive perceptlon
and retention, (e) dependence, (f) superego, (g) seif-distrust, (h) In-
security, (1) regression. Forces causing resistance to change in social
—systems Include (a) conformity to norms, (b) systematic and ctltural

coherence, (¢) vested Interests, (d) the sacrosanct, and (e) ra3jection
of cutsiders,

"Change situations in which resistance will be [ow and means for reduc-
ing resistance where it exists are discussed. '

TOPICS
Resistance tc Change
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Winn, A, Social change in Industry: From Insight to implementation. Jour-
nal of Applied Behavioral Sotence, 1966, 2 (2), 170-i83,

The author traces 30 years of change efforts In a major company (Aican),
The sequence of change efforts includes lectures (in the 1940%'g), case
studies and some role playing (in the 1950's), T-groups ‘in the 1960's),
and family and interface (Intergroup) laboratories,

.Emphasis Is given to the nature of laboratory training and the compara-
tive advantages and inherent risks in using each type described.

- TOPICS
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Zand, D., Steele, F. & Zalkind, S. The Impact ot an organization develiop-
ment program on perceptions of interpersonal, group, and organiza-
tion functioning. Jowrnal of Applied Behavioral Seience, 1969, 5§ (3,
393-410.

The authors describe a study conducted to evaluate the effects of parti-
cipation in five-day cousins laboratorie. on 120 middle=-level managers.
The managers were menbers of a large rescarch and engineering company
that had a development program including (a} stranger laboratory ex-
periences for the president and vice-presidents, (b) team development
sessions, (¢) consultation from outside consultants, and (d) the

cousins laboratories noted in this siudy.

Four self-report paper-and-penci! questionnaire instruments were used 1o

gather data at three polnts in time: (a) before the laboratory experience,
(b) after the laboratory experience, and (c¢) one year after the beginning
of the effort,

The results indicate "(1) The immediate effect of attending a relatively
unstructured laboratory seemed to be to alter the standards a partici-

pant used to evaluate various dimensions of his relations with others.

In particutar, there were declines in perceptions of one's trust ot others,
openness in communication, seeking and accepting of help, and receptivity
of one's superior to the Ideas of others which could be attributed 1o

the use of more stringent standards of behavior. (2) A vear later there
were signiticant increases {(for participants compared with nonparticipan )
in perceptions of the extent to which managers were tacing up 1o con-
flicts and were seeking help. (3) Ratings by other members in the

same T-Group of one's behavior and learning at the laboratory seem 1o

be useful as a predictor of the likelihood that a manager will be

involved in follow-up activities with his work team. (4) [Participants]
held what might be called 'socially correct' atttitudes to siart with,

and these were not affected by the program."
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Zeitlin, L.R., A little larceny can do a lot for employee morale,
FPsychology Today, 1971, § (1), 22, 24, 26, 64.

T O
I

The author advocates controlled stealing as a form of job enrichment.
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Accomodation |4

Action Research 52, 7¢, 99, 102, 142

Adaptation 4, 18, 29, 48, 92, 94, 151, 158
Adjustment 4

Administrative Structure 158

Affect [See alsc Feelings] 15!

Antecedents to Change 92

Anxiety 87

Attitude &, 121, '23, 128, 130, 148, 151, 172
Attitude Change 27, 40, 49, 55, 73, 88, 89, 99, 129, 167
Attitudes Toward Renewal Questionnaire 64
Attribution ||

Authoritarianism [See also F-Seale] 40, 55
ruthority 148

Autonomy (31, 164

B-Values 130
Behavioral Science 152

Behavior Change 40, 49, 73, 99, 11, 138

Behavior Change Description Questionnaire 49
Behavicr Patterns 94

Bureaucracy 27

Causal Variables 1i5

Change [See ingividual listings for the following topics]

+ Antecedents to Change

Attitude Change

Behavior Change
: Cogritive Change
B Durabiftity of Change
] B Emotional Change
E Group Change
indiviauiy! Change
Opinion Chanye
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Change (cont.)
FPtanned Change
Politics of Change
Resistance to Change
Sel f-Change
Sociai Change
Structurat Change
Systemic Change
Technological Change
Value Change

Change-Agent [See also Comsuitant] 20, 22, 24, 25, 27, 29, 32, 33, 40, -
43, 52, 58, 64, €9, 74, 76, 85, 90, 105, 117, 121, 125, 148, {51, o
155, 157, 159, 161, 16S 3

Change Catalyst (22 3
Change Forces 39, 117 F
Change Goals 18, 24, 27, 29, 32, 43, 112, 122, 167 ]
Change Mechanisms 19, 3| 3
Change Models 57

|

b don o o S 1 L1, 5 it e S kb

Change Phases 15, &5, 113, 117, 125, 149, 157 :
Change frccesses 13, 6, 21, 24, 38, 40, 41, 42, 43, 57, 65, 85, 87,

! G2, 93, 94, 99, 1il, W43, V16, 117, 122, 125, 128, 149, (54, (57 7
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43, 45, S1, 58, 64, 67, 103, 111, 112, {26, 128, 135, 154
; Change Success |18
Change Technoiogy 19, 41, 42, 79, 125
Chanye Theory 27
Changing 149, 151

Climate [See alsc culture & Environment] 16, 17, 42 E

3
Ctinicat-Experimentail Approach 20 3
Closed=System 164 j

Cognition 15}
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B Cognitive Change 40, V11

Cohesion 112, 166
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Communications [See also Metacommunications Theory] 18, i9, 73, 76, 77,
87, 112, 114, 115, 128, 135, 145, 148, 151, 172

Competition 82, 142, 148, 162
Compliance 104
Conformity (12

Contflict/Conflict Resolution (1, 27, 29, 31, 34, 36, 37, 57, 64, 76, 90,
99, 110, 111, 114, 125, (34, 155, 157, 166, 169, 172

Confrontation 29, 67, 68, 79, 89, 90, 107, 110, 162, 169
Confrontation Meeting (7, 99, 17|

Consensus |12

Consideration 55

Consultant [Soce also Change-Agent, Trainer, & Third-Party Intervention]
31, 38, 69, 76, 83, 125, 157, 159

Consultation [See also Consultant & Intervention] 40, 64, 74, 169
Content 135 . =
Contractual Relationship 18 €, ;

Control 45

vt of oAb A oo -
, b e L il g gy
e .. R SR < bl

Cooperation 148
Cost 158 ;2.
Counseling 103, 148 %E;&'
Cousins Laboratory [See aiso Laboratory Training] 172
Creativity 112, 130

Crisis 77, 152

Culture [See also Climate & Environment] 18

Data Col lection 20, 47, 64, 74, 99, 125

Data Feedback [See Feedback]

Decentratization 87

Decision-Making 7, 45, 70, 77, 99, 112, 114, 115, 133, 135, 144, 148
Defensiveness [See also Registance to Change] 1, 90, 157

Democracy 27

Developrnental Model 57
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Diagnosis/Evaluavion 2, I, 15, 17, 20, 22, 31, 38, 40, 43, 44, 64, 72,
79, 85, 90, 94, 102, 117, 125, 131, 132, 137, 140, 148, 151, 155,
157, 159, 167, 169

Differentiation 110
Co's and Don'ts Questionnaire 64

Ourability of Change [See also Durability of Training & Transfer of
Training] 55, 154

Durability of Training [See also Durability of Change] 48, 82, 153, 172

Earnings Development Program 128

Emotional Change |11

Emotionality 166

Empathy 71

Encounter Group [See also Laboratory Training] 146
End-Result Variables 115

Entry 74

Environmenrt [See also Climate & Culture] 18, 92, 110, 111, 123, 157, {58,
164, 167

Ethics 31, 10!
Eupsychian Management 130

Evaluation [See Diagnosis/Evaluation]
Expertise 75

F-Scale [See also Authoritarianism] 55
Family Laboratory [See also Laboratory Trainingl 155, 167, 17|
Fantasy 2

Feedback [See also Survey Feedback]l 3, 16, 19, 43, 46, 58, 62, 67, 74,
76, 79, 81, 87, 90, 99, 02, 103, 105, 106, 114, 115, 122, 128, 131,
132, 142, 144, 148, 151, 162

Feelings [ See also Affect] 8

FIRO-B 153
Flexibility [See also Risk/Risk Taking] 7, 112, 131, !58
rorce Field 113

formal Organizetion 4, 5, 2I
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Freezing [See also Change Procegses] |13
Future Organizations |52

Gaming 168

Goals (Individual/Organizational) 14, 34, 59, 79, 120, 135, 138, 158
Grid Organizational Development [See also Managerial Grid] 34, 35
Group Behavior Inventory 82

Group Change 56

Group Composition 160

Group Development [See also Team Building/Development] 33, 63, 69, 72,
77, 82, 83, 84, 86, 90, 108, 119, 146, 160, (66

Group Effectiveness 82, 84
Group Infiluence 56

Group Processes 45, 56, 59, 63, 69, 84, 108, 112, 113, 114, 115, 119,
120, 122, 123, 130, 132, 134, 135, 144, 146, 148, 151, 155, 160,
165, 166, 168

Group Roies 23, 148

Group Semantic Differential Instrument 590

Helper [See also Congultant] 105
Here-and-Now Data 8, 5]
Horizontal Job Loading 96

Human Assests Accounting {15
Human Organization 43, 128

Human Relations Training [See also Laboratory Training] 46, 47, 49, 50,
55, 81, 131, 151, 153

Human Resources 114, 156

Hygiene Factor [See also Job Enrichment] 96

Identification 104, 149

Individual Change [See also Self-Change] 99, 160, (6]
Individual Growth 123, 130, 145, 6

Individuality 102
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Individual-Organization Interface [See also Goale (Individual/Organiza-
tional)]l 4, 52, 111, 135, 147

Intluence 18, 19, 45, 65, 82, 91, 103, 104, 114, 115, 143
Informal Organization 4, 2|
innovation 7, 53, 169

~Instrumentation [See individual listings for the following topics]
Attitude Toward Renewal Questionnalre
Behavior Change Description Questionnaire
Do's and Don'ts Questionnaire

FIRO-B

Group Behavior Inventory

Group Semantic Differential Instrument
Leadership Opinion Questionnalre

Personal Relations Survey

Probtem Analysis Questionnaire

Problem Expression Scale

Q-Sort

Semantic Differential

Survey of Organizations

TAT

Who Do You Know? Questionnaire

Who Knows You? Questionnaire

integration 110

Interaction~-Influence System 114, |15

intertace Laboratory [See also Laboratory Trainingl 171

Intergroup Laboratory [See also Laboratory Trainingl 17|

Intergroup Processes 77, G1, 125, 134, 142, 148

Internalization 104

Interpersconai Competence 5, 8, 9, 27, 107, 151, |61

Interpersonal Processes 91, V10, 128, 140, 145, (53, 155, 167, 169, 172
Interpersonal Skiil [See also Skili] 114

Intervening Variables 115
Intervention [See also Consultation] {1, 18. 22, 51, 74, 85, 125, (44,
48

Interview 16, 79
Involvement 122, 137
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Job Enrichment 96, 141, 173

 Johari Window 119

Knowledge-Based Organization 75

Laboratory [See individual listings for the following topics]

Cousins Laboratory

Family Laboratory

Interface laboratory
Intergroup Laboratory
Merger Laboratory

Stranger Laboratory

Team Development Laboratory

Laboratory Approach [See also Laboratory Trainingl 19, 88, 90, 91, 99,
119, 125

Laboratory Group [See also Laboratory Training] 166

Uy,

pk

Laboratory Training [See also Hwman Relations Training, Laboratory, Sen-
eitivity Training & T-Group] 6, 8, 16, 27, 29, 32, 39, 4i, 42, 46,
47, 48, 54, 60, 63, 67, 68, 73, 74, 84, 118, 126, 131, 142, 15[, 153,
155, 160, 167, (68, 171, 172

Leadership 4, 27, 73, 77, 82, 90, 101, 114, {15, 119, 120, 130, 138,
(43, 144, 148, 152, 157, 64

Leadership Opinion Questionnalire 55

Learning 9, (9, 40, 46, 72, 87, 95, 120, 21, 151, 160
Lecture 71

tinkage 75, 76

Maintenance 136

Management 7, 17, 18, 24, 27, 62, 79, 87, 99, (14, 115, 120, 128, 130,
138, 147, 152, !55, 158, 164, (72

Management by Objectives 16, 126, 138
Management Conference 142
Management Training/Development 12, 46, 51, 52, 67, 89, 100, l67

Managerial Grid [See also Grid Organiaational Development] 35, 39, 67,
85, 90, 92, 99, 125, i47, 156

Manipulation I, t12
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Mass Production 123
Measurement [See also Instrumentation] 43, 44, 101, {4, 1i5, 138
Mechanistic Research ||
 Mechanistic Systems 52
‘Menninger Foundation Seminar 147
Merger Laboratory [See also Laboratory Trainingl 36
Metacommunications Theory [See also Commnications] 119
Morale 173
Motivation 8, 43, 67, 96, 117, 122, 125, 128, 147, 158, 169
Motivation Training (2

Need 147
Need Achievement |2
Norms 7, 123, 144, 148, 169

Open-System |64

Qpinion Change 31, 104
Openness [See also Trustl 172
Organic Research ||

Organic Systems 52

Organization(s) [See indlvidual listings for the following topics]
Formal Crganization
Future Organizations
Human Organization
Informal Organization
Knowledge-Based Organization

Organization Age 158

Organization Development 1358

Organization Entropy 1|

Organization Effectivenass 5, 6, 27, 40, 59, 67, 110
Organization~-Envircnment Interface |1l

Organiztion Forms 162

Urgantzzt.on Goalt/Task 40, 139, 164
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Organization Growth [, 59, 158
' Organization Health 27, 59
Organization Life |16

Organization Style 9l

Organizational Training Laboratory [See also Laboratory Training] 82, g
83, 84, 134 E

Overcompensation 168 ;

Overspecialization 123 _

Participarvion 14, 45, 61, 80, 82, 99, 120, 129, 131, 144, i54

Perception 7!, 140, {72 E
Performance 114, 128, 14| '
Persona! Relations Survey 64

Planned Change 19, 24, 25, 27, 40, 58, {17

Politiczs of Change 75

Power 131, |58, 162

iy

Power Equalization {12
E Power Redistribution 93
-r Power Structure 93

] Prestige 153
Primary Mentality 155

Problem Anaiysis Questionnaire 140

} Problem Expression Scale 60

Proplem-Solving 16, 31, 37, 58, 61, 64, 68, 77, 82, 88, 110, 122, 126,
128, 131, 137, 148, 155, 168

Process |36

Process Analysis 168

: Process Consultatio. 38, 41, 42, 148
Process Work 162

Productivity 15

tl Profit 158

¥ Protest 152

Psychotogicatl Health {30
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Q-Sort 102

Questionnaires [See Ingtrumentation]

Refreezing [See aiso Change Processes)] 149, 15|
' Regression (30, 168

Research [See individual iisting for the following Topicsj
Action Research
Mechanistic Research
Organic Research

Research Designs 13
Researcher 20

Resistance to Change [[See aiso Defensiveness] 2, 11, 13, 27, 3i, 40, 61,
67, 74, 80, 87, 92, 99, 100, 109, (13, 117, 125, 157, 163, 170

Responsibitity 138

Risk/Risk=Taking [See also Flexibilityl 7, 15%, 158, 162, 169
Role 151, 166, 169

Role Playing 79, 7l

Ty, PR

Satisfaction |, 80, 128, 133, 141, (43
Scanlon Plan 112, 115, 120
Science-Based Management {47

Secondary Mentality 155

Security 131, 158

Self-Actuaiization 123, 150

Sel f~-Awareness 15, 60, 73, 151, 167
Self-Change [See also Individual Change] 105, 106, 112
Sel f-Concept 50, 8i, 90, 122, 130, 153
Self-Disclosure 107

Self-Oriented Behavior 136

Self-Realization |58

Semantic Differentla! [See also Group Semantic Differential Instrument]
105

Sensitivity Training (See 2! o Lgboratory Truining] 29, 36, 40, 64, 72,

73, 79, 85, g0, 103, 108, 125, 139, 147, 151, 168
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Situationa! Forces 2I

Skill |.See also Interpersonal Skill] 16, 22, 74, 88, 148, 151
Social Change 109

b bt b L i ek i b e

Socialization 14

Socio-Technical Systems 31, 44, 58, 85, 99, (23, 164, 165
Stability 158

Status 162

Stereotype 129

Stranger Labcratory [See also Laboratory Training] 155, 167, 172
Stress 21, 117

Structure 55, 77, 157

Structural Change 99, 112

Superior-Subordinate Relationships |

Supervision 164

Support 13, 29, 45, 85

Survey Feedback [See also Feedback] 3i, 39, 41, 4z, &3, 52, 85, 99, 121,
132, 137

Survey of Organizations 14, 4], 42

Surveys [See Instrumentation])
Survival 158

Synergy 130
<

=t

sstem [ See individual listings for the following
Closed-System
Interaction=Influence System
Mechanistic System
Open-System
organic System
Socio-Technical System

System Approach 43, 115

System Competences/Effectiveness I
System Model 19, 57

System Theory 57
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1-Greup {See alsc Laboratory Trainingl 6, 11, 5>, (9, 23, 35, 38, 40,
54, 60, 63, v4, 67, 69, 70, 71, 72, 73, 81, 89, 95, 99, 10!, 105,
106, 107, (12, 118, 120, 125, 130, 136, 140, {44, 151, 193, (5%,
156, 160, 166, 171

1AT 105
Task 136, 166

Team Building/Development [See alsc Group Development] 10, 27, 29, 38,
52, 62, 68, 69, 79, 99, 107, 125, 126, 172

Team Development Laboratory 3, 38

Technological Change t, 99, 109, 112, 128

Technology 52, 163, i64

Termination |1

Theory X 120, 147

Theory Y 62, 120, 147

Therapy [[See also Treatment] 9, 38, 40, 43, 44, 60, 103, 166
Third-Party Intervention [See alsc Comsultent] 37, 79, 169
Threat 2

Trainer [See also Consultant] 72, 74, 8%, 90, 100, i44, t4u, (00

Training (See individual listings for the following Topics]
Durability of Training
Human Relations Training
Laboratory Training
Motivation Training
Sensitivity Training
Transfer of [raining

Transter of Training [[See olso Durability of Change] 8, 1Y, 38, 48, 49,
54, 73, 74, 90, 107, 119, 134, 140, 167, 168, 171, 172

Treatment [see also Therapy] 85
Trust [See aiso Opemness] 7, (1, 82, 84, 86, 107, 115, 128, i62

Unfreezing [See also Change Processes] 113, 146, 151
University 75

Valid Information 11, 25, 159

Value Change 99, 139

Values 5, 22, 27, 29, 31, 51, 59, 88, {122. 125, 148, :52, 162
I
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Vertical Joc Loading [See arso Jot Fnriechmont
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Who Do You Know? Questionnaire 64
Who Knows You? Questionnaire 64
Work Group 42, 45, 134




